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SYnOPSIS
DECISIOn MAKInG In THE CAREERS SERVICE WITH SPECIFIC REFEREnCE TO HEALTH AnD OTHER ATTRIBUTES: LABOUR MARKET TRAnSITIOnS FROM MAInSTREAM SCHOOLS
This research examines the way selection operates during the course of 
young people's transitions from mainstream school to youth training (YT) 
and the labour market, with particular reference to health and other 
attributes, including, appearance, personality, speech, physique, and 
academic ability. Among the network of school/post school gatekeepers, the 
Careers Service is identified as a crucial mediator during this process, in that 
it is strategically placed to negotiate both with school leavers and 
educationalists, and also with the providers of YT schemes and employment 
opportunities. At present, a focus on the Careers Service is particularly 
relevant; youth training schemes form a more permanent bridge between 
school and work, and unemployment affects a growing number of school 
leavers. Within this context, the Careers Service is under great pressure to 
service the needs of employers and managing agents, whose recruitment 
criteria based on the above attributes have become increasingly rigorous. At 
the same time, and in line with their unique 'client-centred' orientation, the 
Careers Service attempts to play the role of advocate and proactively to meet 
a range of client need. This constitutes the dilemma of careers staffs' role; by 
being what it is (a pre-selection service to employers) and by its duty to fulfil 
what it should be (a client-centred service committed to individual need), the 
Careers Service faces in many directions at once.
Research has identified certain characteristics associated with young people 
making a successful transition into the labour market; however, debate 
continues over the extent to which area or client characteristics (particularly 
young people's qualification level and fathers' employment status) have the 
greatest effect during the transitional process. In the present study, an 
integrated theoretical framework is developed to incorporate alternative 
theories of entry into employment, wherein the role of opportunity 
structures is identified as vital, as well as the role of personal attributes. A 
central issue concerns whether the Careers Service responds effectively to 
those with health problems and other (negative and positive) attributes, in 
the sense that careers staffs' decisions make a difference to placement
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outcome when opportunity structures are taken into account. Analysis of 
careers offices in contrasting labour market contexts is seen as essential, and 
the study is therefore located in two areas, one with good training and 
employment opportunities (Area 1) and a more disadvantaged area (Area 2).
Within this comparative context, six aims are outlined in chapter two, 
relating to Careers Services selection of work or training opportunities in the 
two areas by health attributes and other attributes of school leavers:
1. to establish what information about health problems of school leavers is 
available to the Careers Service.
2. to show whether this health information is related to selection of school 
leavers into available placements.
3. to show whether health selection varies within the contrasting opportunity 
structures in the two areas chosen.
4. to examine the information about other attributes of school leavers 
available to the Careers Service, and the extent to which this is routinely 
encoded into permanent labels,
5. to show whether this information is related to selection of school leavers 
into placements, and if mandated labellers nevertheless engage in covert de­
labelling or re-labelling of clients.
6. to show whether this selective process also varies by area.
In order satisfactorily to place young people with health problems into 
available vacancies, careers staff require relevant information. In contrast to 
pupils in special schools where detailed information (Record of Needs) and 
formal structures (Future Needs Assessments) exist to prepare young people 
on leaving school, in the mainstream setting the communication of health 
information and advice to the Careers Service is problematic, particularly 
from the School Medical Service, and to a lesser extent, EMAS (the 
Employment Medical Advisory Service). Following the Wamock Report, 
more young people with health problems were integrated within the 
mainstream system. The evidence of the present study shows that a large 
volume of health references was recorded in Careers Service units, and 
health problems were mentioned for at least 20% of school leavers. 
Although some problems were elicited by careers officers themselves, the 
majority had already been noted by school guidance staff, and the Careers
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Service was highly dependent for health information on schools. This 
indicates the importance of the problematic relationship of the Careers 
Service with the School Medical Service.
Previous research evidence has also shown how those with serious health 
problems are more likely to face discrimination in the labour market. 
However, in line with their 'client-centred' role in promoting equal 
opportunity, this study shows that careers staff were able to secure 
placements for young people with health problems, even in an area with 
limited training and employment opportunity (Area 2). Quantitative 
findings show that in both areas, more 4th year leavers with health problems 
(including major health problems) entered youth training (though not the 
worst types of premium schemes), and that fewer with health problems were 
unemployed, particularly in the disadvantaged area. Interviews with careers 
staff and analysis of information in the Aide Mémoire (CS2) document 
supported this proactive orientation, in that processes of positive health 
selection appeared to take place at least during this stage of the transitional 
process, even though this might involve a hard sell' by careers staff to 
employers.
In addition to health, the significance of other attributes, specifically 
information received from school guidance staff on the School Careers 
Service Report (CS4) and information recorded by careers officers on the 
Aide Mémoire (CS2) is examined. Analysis of information recorded in 
young people's units underlines how 'routine labelling' occurred within the 
Careers Service as part of the administrative process and information 
management. However, in assuming that labels are typically negative and 
permanent, traditional labelling theory is overtly deterministic and makes no 
allowance for more complex decisions being undertaken by mandated 
labellers. Evidence of re-labeUing and de-labelling was found in this study. 
Vital questions therefore related to what influenced careers officers' 
completion of the Aide Mémoire (CS2) and how information in Careers 
Service units affected decision making in terms of placement. For example, 
detailed attention to completing all sections of the Aide Mémoire facilitated 
employment assistants in their pre-selection role, but could also thereby lead 
to increased labelling and potential (unintentional) discriminatory practices 
resulting from recording by careers officers.
| 1:
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Research has highlighted how certain 'types' of young people are more likely 
to enter premium or 'sink' youth training schemes and that a wide range of 
attributes play a role in selection processes. Opportunity structures are also 
thought to play a vital role in determining young people's routes in the 
labour market. In the present study, strikingly more young people in the 
disadvantaged area (Area 2) entered premium schemes. There was also 
evidence suggesting that, within the context of their pre-selection role, 
careers staff focused more attention on non-health attributes of young people 
in Area 2 than Area 1, and the relationship between these attributes and 
selection into premium schemes was greater in the disadvantaged labour 
market.
Against the conflicting structural and moral constraints affecting careers 
officers’ recording practice and placement decision making, varying 
processes of proactive public (official) labelling and covert re-labelling and 
de-labelling strategies are identified as central research findings in the 
present study. Implications of careers officers' attempts to protect' their 
client are that potential negative health selection processes were negated at 
this stage in the transitional process, even though negative selection based on 
other attributes was clearly apparent, especially in the disadvantaged area.
CHAPTER 1
InTRODUCTIOn AnD BACKGROUnD TO RESEARCH
This research aims to investigate the way selection operates in practice 
during the course of the youth-adult transition with particular reference to 
health. The focus is on the processes by which an occupational agent or 
gatekeeper^ takes account of health and other attributional information (such 
as appearance, personality, height, physique, speech and academic ability 
etc.,) when making decisions about young people's career placement. Young 
people's transitions from school are among the more significant events of 
their life. Employment provides the means to earning a livelihood, as well as 
structuring certain categories of experience, such as imposing a time 
structure on the day, increasing the scope of social relations beyond that of 
the family, assigning social status and clarifying personal identity (see Jahoda 
1982). In short, it represents the movement from one stage in the life cycle to 
another and has important implications for social class position and future 
health potential.
Chapter one provides an overview of the central issues and theoretical 
approaches which have been followed in the present research. This includes 
identifying the Careers Service as a main gatekeeper during young people's 
transitions from school and sketching an integrated theoretical framework to 
incorporate alternative theories of entry into employment. This framework 
suggests that processes of selection and labelling of young people are 
important. Essential components within Labelling Theory and Health 
Selection are introduced and the underlying rationale for selecting young 
people making the transition from mainstream (and not special) schools 
explained. Chapter one, therefore, serves as a useful framework in setting 
out how the research was developed before outlining the study's main 
research aims. More detailed familiarisation with the research setting, and 
description of the research design and methodology follow in chapter two.
r  Actors with control over key resources and avenues of opportunity'. Hammersley and Atkinson (1983:38).
  _____ _   ___
THE CAREERS SERVICE AS A PIVOTAL GATEKEEPER DURInG YOUnG PEOPLE’S TRAnSITIOnS
In B\e present research, within the perspectives outlined and available 
evidence, the Careers Service appears to be a pivotal gatekeeper. Indeed, 
Bazalgette (1982) suggested the Careers Service was the key service for young 
people. This agency occupies a strategic position in that it can negotiate both 
with school leavers and School Guidance staff, and also with the providers of 
youth training schemes and employment opportunities.
Currently, a focus on the Careers Service is particularly relevant; youth 
training schemes form a more permanent bridge between school and work, 
and unemployment affects a greater number of school leavers. Within this 
context, the Careers Service is under great pressure to service the needs of 
employers and managing agents, whose recruitment criteria have become 
progressively more rigorous. Notwithstanding these constraints, careers 
staff are also supposed to respond effectively to client need. Within areas of 
high unemployment this task is increasingly difficult, and for those young 
people with health problems, it is doubly so. Research shows how young 
people with disabilities and special educational needs tend to have the 
greatest difficulty in finding employment (NACEDP 1985; Ward et al 1990), 
and that non academic youth return to the Careers service more frequently 
than academic pupils and those from middle class backgrounds (DE 1992a). 
Given these considerations, a central question in the present study relates to 
whether careers staff make any difference to the pattern of placements, 
particularly in disadvantaged areas.
Ryrie (1983:45) is right to point out that the question of measuring 
’effectiveness' in careers guidance is difficult. We need to be clear about the 
aims and purpose of guidance, and the vaiying criteria by which 
'effectiveness' is to be evaluated. Studies have either measured and assessed 
young people's career outcomes or examined client satisfaction with career 
programmes. Depending on the criterion employed, varying interpretations 
of effectiveness are found. For example, research has suggested that little of
...........
the occupational information given during a Vocational Guidance Interview 
(VGI) is retained by the student even a short time later.^ Jahoda and 
Chalmers' (1963) research found that on three criteria (knowledge of local job 
opportunities; the range of criteria used in forming job preferences; and 
realism of knowledge of wages), young people appeared to be just as 
inadequately prepared for making decisions after the interview than before 
it. Other research into the Youth Employment Service (Carter 1962) indicated 
that school leavers did not regard this agency as particularly useful.
Overall, in terms of 'learning outcomes', evaluative research findings show 
statistically significant but modest gains regarding the effectiveness of 
careers guidance (Fretz 1981; Holland et al 1981; Killeen and Kidd 1991). The 
individualistic character of the Vocational Guidance Interview, 
methodological limitations, and inappropriate criterion measures have been 
cited as possible explanations as to why careers guidance has not been more 
effective (see Killeen and Kidd 1991:6-7).
Early studies (Watts and Kidd 1978:246) stressed investigations into careers 
guidance should examine certain issues which have not received much 
research attention. A recognition of 'situational' variables, such as the 
relative effectiveness of particular guidance interventions in areas with 
varying levels of unemployment, was suggested. Alternatively, a 
consideration of 'client' variables and why some clients benefit from 
guidance interventions and others not, was put forward. More recent 
research, which examined whether careers guidance was worth having, 
made similar observations. Strategies for helping particular types of client 
should therefore be explored; an approach which recognises the Careers 
Service as having a proactive 'client-centred' perspective. Of vital interest 
was an emphasis placed on the need to consider client's starting points and 
characteristics, and the way in which these might temper guidance 
interventions (Kidd and Killeen 1992:224-225):
2 At present, it is less likely that pupils will forget information from their VGI. They receive a copy of what was 
discussed between them and careers officer (on the CS19 form) which also highlights subsequent action to be taken.
'Few evaluation studies take account of either the client's starting point or client characteristics and the way this might moderate the effectiveness of guidance interventions generally^ or influence the effectiveness of one method over another. Not surprisingly, particular treatment methods are more helpful to some individuals than others. The implication of these studies is that guidance practitioners may need to adjust interventions according to these criteria'.
Research has also indicated how disadvantaged and lower ability pupils may 
be less likely than those more able students to demonstrate improvements in 
occupational knowledge (Melhus et al 1973). This brings into focus the wider 
determinants which impact on careers staffs’ decision making. A study of 
the Careers Service must therefore do two things: examine how they 
construct meaning from the attributes and actions of clients, and at the same 
time, take sufficient account of specific structural forces impacting on local 
areas.
Among sociologists of education the interpretation of such connections has 
come to be known as 'the micro-macro problem'. Broadly, it is a matter of 
'linking structural questions to interactionist concerns' (Hargreaves 1985:21). 
Hence, a synthesis of theoretical perspectives which emphasise on the one 
hand the interaction between careers staffs' decision making and working 
practices, and on the other, the impact of opportunity structures, is 
potentially a more useful way forward.
The central research focus is therefore on the Careers Service, and young 
people's views, except as represented by the careers officers, are not included 
in the present study. Previous research into pupils' perceptions of their 
relationship with educational and counselling professionals has received 
detailed attention elsewhere (for example, Willis 1977; Gray 1980; Porteous 
and Fisher 1980; Siann et al 1982; Cherry and Gear 1987). Careers staffs' 
attention to clients' occupational choice during placement decision making 
will however be an important consideration.
An InTEGRATED THEORETICAL FRAMEWORK: THEORIES OF EnTRY InTO EMPLOYMEnT
Inevitably, the present research has been influenced by the broader debates 
and research findings from a wide range of investigations into young 
people's transitions from school. Theoretical analysis of young people's 
career development has contributed to a greater understanding of the 
transitional process. The influential work of Ginzberg et al (1951) and Super 
(1957) emphasised the significance of the socialization process and 
occupational choice during young people’s transitions into the labour 
market; whereas the work of Roberts (1968;1977) identified opportunity 
structures as playing a major role during this time.
Occupational Choice
Ginzberg's (1951) hypothesis of labour market opportunity structure implied 
that young people move by stages from 'fantasy* jobs through tentative job 
choice' to a realistic assessment of their own abilities. He further described 
occupational choice as an irreversible process arrived at through some sort of 
'compromise' in the 'realistic' period of late adolescence. Super (1957) 
envisaged occupational choices similarly to Ginzberg but disagreed that 
occupational choice was simply a preference for one type of work that need 
not be acted upon. His major contribution to the theory of occupational 
choice was in the introduction of the 'self concept' which placed more 
emphasis upon the role of an individual's social environment in structuring 
career interests and potential. Later work by Super (1981) also 
acknowledged the significance of 'situational' factors such as employer's 
recruitment practices impacting on young people's career choice.
Both theorists agreed that occupational entry was concerned with taking 
account of reality, not just individual vocational choice. Given that 
occupational choice was 'realistic', the person should be able to enter the 
employment of their choice. However, this was at a time when employment 
opportunities were more readily available. In examining the declining 
demand for youth labour, Furlong (1987:59) pointed out how (occupational)
'...self concepts are not purely subjective, but develop out of a person's 
experiences with objective structures'. By contrast, 'the opportunity structure 
model shows how the scope for human action is a variable constrained by 
structure' (Furlong 1987:69). The work of Roberts (1968;1977) is highly 
relevant to this debate in that opportunity structures are identified as playing 
a major role during young people's transitions from school.
Opportunity Structures
Roberts (1968:168) considered the work of both Ginzberg and Super as 
important; they both stressed the need to consider entry into employment as 
a 'process' which suggests a relationship between ambitions and 
determinants. In an alternative theory, the 'opportunity structure' model, 
Roberts proposed that the direction of school leavers' careers is derived from 
the way in which their job opportunities become cumulatively structured. In 
other words, 'Different groups of school leavers are presented with totally 
different opportunity structures upon entering the labour market' (Roberts 
1968:176).
With the onset of growing unemployment and introduction of youth training 
schemes, more recent research has highlighted the structure of opportunities 
operating within contrasting labour markets and impacting on young 
people’s transitions (see Ryrie 1983; Roberts Dench and Richardson 1986; 
Coles 1986; Ashton et al 1988 and Roberts and Parsell 1989b).
An Integrated Framework
An example of recent attempts to integrate the insights of Ginzberg and 
Roberts, and one focussed on a similar locality to the present study, is Ryrie’s 
(1983) research in North Lanarkshire. This distinguished three broad factors 
in entry into employment, each representing different stages in the 
transitional process. Significantly, these factors were identified by Ryrie as 
having important implications for the practice of Careers Education and 
Vocational Guidance. As such, they are presented here to provide a basis for
considering some of the broader issues of relevance to young people's 
transitions, and to provide a useful framework for the analysis of various 
labelling strategies and potential health selection processes operating within 
the Careers Service.
1. Channelling by the school system. Ryrie's study (1983:159) found that while 
the channelling process, which operates through school assessments, served 
broadly to perpetuate or reproduce social class divisions, in practice, this 
operated largely through the differential performance of students of different 
social class origins from a very early stage in the schooling process. For 
example, no evidence was found that the minority of working class pupils 
who performed well were channelled by the system into working class jobs. 
Schooling involved a very real sorting and channelling of young people, and 
this took place through a mutual tacit acceptance on the part of all concerned 
that the students' paths and decisions should follow their 'ability'. In this 
way, the schooling process not only was the first major factor to exert an 
influence on what eventually happens to young people, but it also continued 
to reinforce this influence as the process of schooling progressed.
Educational sociologists have also drawn attention to typing by social class 
and examined how this takes place within schools. For example, a study 
which analysed the banding system within a comprehensive school (Ball 
1981) found factors other than academic criteria were employed for pupils of 
similar measured ability. In particular, there was a strong relationship 
between social class and banding; those pupils whose fathers were non- 
manual workers had the greatest likelihood of being placed in the top band, 
whereas working class pupils tended to ’...percolate downwards in the 
processes of academic and behavioural differentiation'. Related observations 
were found when streaming within single subjects (Keddie 1973), and when 
examining seating arrangements in school (Rist 1970).
Hargreaves, Hestar and Mellor (1975) analysed how teachers arrived at 
typifications of pupils, both in general, and with particular reference to 
deviant pupils. Seven factors were identified by which initial typing was
based. This included: pupils’ appearance, personality, how they reacted to 
discipline and interacted with peers, how likeable they were, their ability for 
school work and whether they were deviant.
Others have shown how slow learners can be victims of socio-emotional 
disadvantage, which can lead to unacceptable forms of behaviour and /o r 
high absenteeism rates (Rees 1984). Research into 'family climate’ and 
'material circumstances' (Halsey et al 1980) found these factors having some 
effect on educational attainment, but that material circumstances 
significantly affected the length of stay in education, and subsequent levels of 
achievement. Research has also highlighted how value systems (Hyman 
1967; Sugarman 1970) and speech patterns (Bernstein 1961) of the working 
classes act as barriers to advancement. Those pupils labelled as non­
examination material may respond to such anticipated failure by truanting or 
disruptive behaviour, whereas others 'sit quietly and fail' (Varlaam 1984:27).
Ryrie (1983:165) therefore correctly suspected that the school channelling 
process could be extended beyond school, and assessments given added 
weight particularly with the onset of YOP training schemes. In an attempt to 
understand further why some young people ended up in certain jobs, a more 
detailed analysis of the role of careers guidance was suggested:
'Recent developments have, therefore, operated to increase the power of the educational channelling process on the one hand, and the structure of opportunities on the other, thus narrowing or squeezing the area of choice to a still greater extent. This only adds more urgency to the need to reconsider the role of careers guidance, in the light of our understanding of how young people come to occupy their varying positions after they leave school’.
In the research to be presented here, a development of this earlier work is 
attempted through an identification of the sources and types of health and 
other attributional information that the Careers Service receives from school 
guidance staff (and other relevant agencies) which assist them during the 
selection and placement process. Of interest is the extent to which the 
subsequent 'handling' of the young person is fashioned by the particular 
labels generated, and how this in turn affects processes of selection.
The second factor identified by Ryrie (1983) refers to the significance of the 
young person's 'occupational choice’ or 'intention'.
2. Occupational choice: This is constrained by the young person's 
understanding of what is the appropriate level for them and may change as 
self-understanding develops. Nevertheless, even within a very tight labour 
market, with the assistance of careers officers, parents and other family 
members, Ryrie (1983:160) argued that at least a small proportion of young 
people can successfully find openings in the labour market which are in 
keeping with their original intentions. It was those young people with few or 
no 'O’ grade qualifications who tended to have the greatest difficulty in 
finding work and who returned to the careers office more frequently.
Over a decade later, with structural constraints further limiting young 
people's career choice and Careers Service working practices, the present 
study will outline how careers staffs' decision making and placement role 
have become even more difficult (ch.4). Analysis of careers staffs’ proactive 
and reactive decision making, particularly among those with and without 
health problems in contrasting labour markets is crucial. This brings into 
focus the 'client-centred' role of the Careers Service as an equal opportunity 
provider, in aiming to maximise the chances of young people within society. 
Significantly, when it came to placement into employment, reactive decision 
making within careers guidance was identified by Ryrie (1983:41):
'That there is an element of social control or of steering of individuals into socially useful directions in much of careers education is something that is often not recognised'.
3. Structure of opportunities: This played a very large part in determining 
what particular job a young person would get and varied within contrasting 
labour market conditions. To Ryrie, opportunity structures had more of an 
influence when young people approached the time of leaving school and 
inevitably, had "the last word", though the intentions of young people were 
not totally without significance in determining what happened. His
_          _____
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conclusion was that each of the three factors (channelling by the school 
system; young person's occupational choice, and structure of opportunities in 
the labour market) all played a part in the transitional process, though they 
were not all of the same kind and operated in different ways. Moreover, and 
of particular interest, each had implications directly and indirectly for the 
practice of vocational guidance (1983:167):
'Students at school will be seen not simply as young people who need to take choices or decisions but as people subject to powerful determining forces. The main question for those involved in careers guidance, therefore, will be not 'How can we help young people to make choices?', but rather the more open question, 'In what way can we be of help to young people who are going through this kind of process?'.
Theorists concerned with young people's career development have suggested 
how careers practitioners might best develop guidance programmes for 
pupils when entering the labour market. As a central aim is to ask whether 
the Careers Service is an effective gatekeeper, in the sense that their 
responses make a difference in terms of placing young people with and 
without health problems into employment, it is useful to revisit in more 
detail the evidence on whether careers education is worthwhile or a waste of 
time.
THE VOCATIONAL PREPARATION OF SCHOOL LEAVERS: DEBATE OVER THE EFFECTIVENESS OF CAREERS EDUCATION
A concern over the adequacy of the vocational preparation of school leavers 
has brought about considerable disagreement among academics and again 
highlighted the role of opportunity structures. The opposing perspectives of 
this debate were illustrated by two papers (Roberts 1977; Daws 1977) in the 
same edition of the British Journal of Guidance and Counselling. The first of 
these, 'The Social Conditions, Consequences and Limitations of Careers 
Guidance' was initiated by Roberts (1977). Here, Roberts argued that the 
impact of careers education and guidance on the jobs young people enter is 
marginal. Many young people do not typically 'choose' occupations in any 
meaningful sense; they simply take what is available. '...Job preferences are
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not mere matters of individual taste but are determined by a system of 
stratification'. Careers education and guidance could therefore do little to 
counteract the powerful effect of opportunity structures. Commenting on the 
role of careers officers, he suggested that guidance merely lubricates more 
basic processes of occupational selection' (1977:6), Consequently, help for 
young people should be concentrated at their point of entry into work. What 
was required was not a careers educational programme, but an efficient 
youth labour exchange:
'...The Careers Service has been sardonically mistitled for many of its clients. Opportunity structures limit the genuine careers that are available, restrict the scope for individual occupational choice, and likewise circumscribe the role available for vocational guidance'(p4).... The role of careers guidance is so structured by other influences upon the entn^ into employment that its own contribution must be inevitably incidental. Careers teachers and careers officers are not going to change fundamentally the forces which govern the movement of young people into work' (p7).
Roberts (1977:2) argued that the prescriptions for careers work are therefore 
unlikely to have their intended benign consequences' - a view consistent with 
the Careers Service adopting a 'non-directive' approach to guidance (see 
Watts and Herr 1976; Watts 1978; and Dunn and Grimwood 1984).
Moreover, school based guidance services were seen as discriminating 
against those more disadvantaged youth. A request for vocational services to 
help those in most need of guidance was highlighted in Roberts' (1977:8) 
concluding comments:
'In many ways, the increasing development of school-based guidance services is discriminatory. Those who nave the most to gain from such services are the students who prolong their education beyond the statutory leaving age... it is they who have the greatest scope for occupational choice. Designing vocational services to meet the needs of these particular young people, however, adds yet further disadvantages to those already suffered by the educationally and occupationally less privileged. Vocational embellishments in the school curriculum are not intrinsically undesirable, but a greater need for the majority of young people, who leave school at the earliest opportunity, is to be offered an employment service that treats their employment problems seriously.... Casualties of these crises are still often left
   _   . . . _ _    . . .
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unattended on the fringes of the labour market, and in danger of growing adrift from other social mstitutions'.
Daws (1977) on the other hand argued that careers educational programmes 
were not a waste of time, but capable of making a significant contribution to 
the vocational development of young people. Unlike Roberts, Daws argued 
that most pupils do have a choice about jobs, but need guidance to make this 
choice wisely - a view which fits more closely with the social-political 
function of the Careers Service as an agent of social and individual change 
(see Watts and Herr 1976; Watts 1978). This was also similar to Katz’s (1969) 
observation that: ’in guidance we should be concerned not with helping 
individuals to make wise decisions - since this assumes that we know what 
those decisions should be - but with helping them to make decisions wisely’. 
In a reply to Roberts, a more proactive approach to careers guidance was 
advanced (1977:17):
'Roberts in my view has not understood that the relationship between the practice of vocational guidance and the processes of transition from school to work cannot be a simple one because there are two important prescriptive elements in guidance. One is moral, and reflects the values to which the practice of guidance is committed - labour market needs, the optimal deployment of talent, individual human fulfilment, and the removal of discriminative practices have all been canvassed as important guiding principles in recent times. The second prescriptive element is technical, ana refers to the means by which the valued purposes might best be achieved'.
The above debate reflects the difficult role confronting the Careers Service. 
In trying to service the needs of employers in offering a pre-selection service 
according to their recruitment criteria, whilst at the same time striving to 
fulfil their 'client-centred' role in promoting equal opportunity and fair 
practice - within constraints from wider opportunity structures limiting 
training and employment availability in different labour market contexts - 
careers staff face in many directions at once.
Since the introduction of YTS, the Careers Service's selection role has become 
more significant:
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'Individual careers officers and Services intend to serve the needs of young people, yet the Service in spite of such purposes can function to reproduce the rules and structures which are designed to classify, select, differentiate and control an age group during a period of historic and cultural change in society and the economy’ (careers officer quoted in Ranson and Riboons (1986:103)).
The present research therefore examines the Careers Service's selection and 
placement function, particularly for those entering youth training and 
employment. The need to look at the process of guidance 'inside' systems, in 
order to present a fuller interpretation of the administrative and support 
processes which individuals have passed through has been highlighted in 
recent research (Killeen, White and Watts 1992:82). This study will outline 
the way health and other attributional information play a crucial role during 
Careers Service information management and selection procedures. This is 
particularly applicable in respect of limited ability and non-certificate early 
leavers entering youth training schemes for the first time. Research into the 
Careers Service (DE 1992a:27) pointed out how working class pupils were 
more likely to have contact with a careers officer compared to their middle 
class counterparts:
'Those students least likely to have had contact with a careers officer were the most advantaged students. Almost three fifths (59%) of students in the private sector nad never had contact with a careers officer, compared with only 10% in the state sector. Moreover, students from middle class backgrounds were twice as likely not to have seen a careers officer as those from working class backgrounds. Similar findings were shown for students on advanced and academic courses compared with non-advanced and vocational courses'.
Functions of social control and social selection may thus be hard to avoid, yet 
Careers Service ideology remains client-centred. This dilemma is potentially 
significant to various strategies within labelling theory, and also has 
particular relevance to the case of health selection.
What follows is a brief review of the main issues pertinent to labelling theory 
and the underlying rationale as to why it is particularly relevant to the 
present study. Within the boundaries of this research, limitations of
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traditional labelling theory are examined and solutions to its theoretical 
constraints explored. After this, a consideration of the main issues within the 
inequalities and health debate as outlined in the Black Report (1980) are 
examined, and specific attention is given to assessments of health selection 
since this time.
LABELLING THEORY
Labelling theory, drawing heavily from symbolic interactionism, offered a 
critique and departure from traditional positivist explanations of crime and 
deviance. Although there are diverse theoretical concerns contained within 
labelling theory, there is congruence among sociologists that what is required 
is an analysis of the social processes by which the attributes and behaviour of 
some individuals in certain contexts come to be labelled and the subsequent 
consequences and implications of this process on the individual. In short, it 
raised the issue of who has the power to label acts and individuals as 
deviant.
Through the labelling process, stigmatisation subsequently occurs which 
views the individual as an 'outsider' (Becker 1963:9). This new status 
oversimplifies the person as a certain 'type' and is based on socially conferred 
values and judgements, wherein the individual is publicly recognised as 
'deviant' (Becker 1963:31-2):
'One of the most crucial steps in the process of building a stable pattern of deviant behaviour is likely to be the experience of being caught and publicly labelled as a deviant... Bemg caught and branded as a deviant has important consequences for one's further social participation'.
However, as Cohen (1972:14) rightly reminds us, ’being caught and publicly 
labelled is just one crucial contingency which may stabilise a deviant career 
and sustain it over time'. Whereas Becker (1963) defined becoming deviant 
as a 'sequential' process, other studies on labelling theory, for example 
Scheff's (1966) work on the mentally ill, implicitly assumed that deviant
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careers were typically permanent. By closing off legitimate opportunities 
and forcing them to resort to social groups or institutions which offer 
support but perpetuate their deviant role, individuals were locked into their 
deviant careers, thus reinforcing and confirming their 'outsider' status.
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A valuable conceptualization of the development of deviant careers whereby 
a 'primary deviant' becomes a 'secondary deviant' is outlined by Lemert 
(1967). In brief, primary deviance may arise from diverse sources but does 
not exceed public tolerance levels or lead to apprehension and labelling.
Deviance that is visible and which may bring the individual to the attention 
of mandated labellers such as social workers, psychiatrists, and clinical 
psychologists, results in a revision of the individual's self concept as well as a 
revised social definition of the individual in the community. In short, the 
deviant becomes confirmed in the deviant role. The significance of societal 
reaction to deviance was crucial to Lemert's analysis (1967:55):
The responsibility for deviance therefore lies with the agents of social control 
rather than with the deviant. This perspective has led to the conclusion that 
labelling often results in negative sanctions and that some deviant careers are 
typically permanent.
Public (Proactive) De-labelling and Re-labelling Strategies within Labelling Theory
To others such as Trice and Roman (1970:539), one consequence of the more 
traditional and deterministic approach to labelling theory is that 
consideration of types of public proactive de-labelling and re-labelling 
strategies has been neglected:
'Previous research and theoretical literature appear to indicate that this (labelling) process is irreversible, particularly in the cases of mental illness or
'....older sociology tended to rest heavily upon the idea that deviance leads to social control. Inave come to believe that the reverse idea, ie. social control leads to deviance, is equally tenable and the potentially richer premise for studying deviance in modem society’.
I
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so called residual deviance (Millar 1965; Myres and Bean 1968). No systematic effort has been devoted to a consideration of the way social mechanisms might 'return' the stigmatised secondary deviant to a normal' and acceptable role in the community. In other words, de-labelling and re­labelling have received little attention as a consequence of the assumption that deviant careers are typically permanent'.
Alcoholics Anonymous was identified by Trice and Roman (1970:545) as a 
unique agency whereby a type of social processing resulted in successful de­
labelling and re-labelling of stigmatized deviants. This was possible by 
constructing a 'come-back' for 'repentant' alcoholics, and in promulgating an 
'allergy concept' of alcohol addiction which emphasised the illness concept of 
such disorders:
'...Alcoholics Anonymous possesses, as a consequence of the nature of the disorder of alcoholism, its uniqueness as an organization, and the existence of certain value orientations within American Society, a pattern of social processing whereby a labelled deviant can become 'ae-labelled' as a stigmatized deviant and re-labelled as a former and repentant deviant'.
Conceptually, Trice and Roman (1970:539) go on to outline a number of ways 
whereby successful public (or 'civic'/ 'open') de-labelling can occur. First, 
organisations of 'deviants' (for example, homosexuals) may develop in order 
to attempt to change the norms of society, such that the originally offending 
behaviour becomes acceptable. Second, mandated professionals and 
organisations who initially label deviant behaviour and process the deviant 
through 'treatment', may create highly visible and explicit 'de-labelling' or 
'status-retum' ceremonies which constitute legitimized public 
pronouncements that the offending deviance has ceased and the individual is 
eligible for re-entry into the community. According to the authors, such 
ceremonies could presumably be the reverse of 'status degradation' rituals 
(Garfinkel 1957). For example, some ex-mental patients are able to fight 
successfully against this label and convince others that they have returned to 
normal (Goffman 1974). A third possible means of de-labelling is through 
the development of mutual aid organisations which encourage a return to 
strict conformity to the norms of the community, as well as creating a
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Stereotype which is socially acceptable (an example being the 
aforementioned Alcoholics Anonymous).
This work is very important in challenging the assumptions on which earlier 
labelling theory was based and highlights the way wider social attitudes in 
respect of, for example, homosexuals, alcoholics, the mentally ill and 
disabled affect the (negative and positive) interpretation of social meanings. 
It is also representative of successful forms of official or public processes of 
re-labelling and de-labelling strategies being implemented by deviants' and 
by mandated 'labellers' also.
Two examples of re-labelling were evident in the present study. First, in an 
area of high unemployment, a young person's premium youth training 
endorsement category might be modified by careers officers. For example, 
young people might be assessed as 'category B' YT trainees, but if no such 
placements were available, were re-labelled officially as 'category C  so they 
had the opportunity to enter an endorsed category C placement^. A second 
example involved the parents of a young person with cerebral palsy who 
stressed to careers staff that this should be referred to as 'ataxia' as the latter 
term was perceived as being a less stigmatising label.
Elsewhere, Rogers and Buffalo (1974) examined the way individuals might 
react to societal labelling and outlined nine 'fighting back’ modes of 
adaptation to a deviant label. Among the perspectives discussed, the three 
modes described as modification, redefinition, and alteration, share 
strikingly similar elements to the de-labelling and re-labelling strategies 
outlined earlier by Trice and Roman (1970:539).
Modification: This adaptation attempts to exchange a negative label for a 
'better one' (in other words, re-labelling). This might be accomplished 
through a manipulation of name, adjective, image or form (a good
3 Appendix 4.2 at the end of the thesis gives an example of the YT Endorsement Form (Y20) and criteria for 
endorsement categories A, B and C.
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illustration being the previous example of careers staff re-labelling 'cerebral 
palsy' as 'ataxia').
Redefinition: Corresponding with de-labelling processes outlined earlier, this 
occurs where there is a constant rejection of the negative label, so that which 
was previously called deviant comes to be called normative. Examples given 
are changes in the world of fashion, sexual behaviour and beauty. Rogers 
and Buffalo (1974:113) further illustrated this process by highlighting the 
judiciary system which '...serves as a daily reminder of re-labelling in action, 
whereby those persons who were called guilty are later proclaimed not guilty 
of wrong doing'.
Alteration: Similar to Trice and Roman's(1970:539) identification of Alcoholics 
Anonymous, this mode assumes a rehabilitative approach to correction. 
Society seeks to change the deviants' behaviour, identity etc, for example, by 
establishing conditions of parole rules to 'help' reform deviants into law 
abiding citizens. According to Rogers and Buffalo (1974:113) if such 
strategies are successful the deviant label should be abolished.
The above are examples of public proactive de-labelling and re-labelling 
strategies being adopted by 'deviants' who attempt neutralising (Sykes and 
Matza 1957) or fighting back' techniques (Rogers and Buffalo 1974) to try and 
eliminate the 'deviant' label and change the norms of society. Similarly 
visible re-labelling and de-labelling strategies are also adopted by mandated 
professionals and organisations who initially label deviant behaviour and 
then process the deviant through treatment'. Such tactics provide a valuable 
counter to traditional labelling theory wherein actors operate in a negative 
and deterministic fashion,
Coffman's work (1963) has also been highly influential in drawing attention 
to types of covert de-labelling and re-labelling strategies being employed by 
stigmatized individuals within specific social contexts in order to manage a 
'spoiled identity'. For example, the term 'covering' is used to illustrate the 
way someone might be willing to concede their 'deviant' label, in many cases
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because it is known about or immediately apparent, (Goffman 1963:125), but 
nonetheless sought to keep the defect from looming large. 'Passing' 
described how those with health problems might feign a non-existent 
hearing ability, a reduced limp, or minimise a serious illness or speech 
impediment in an attempt to avoid or reduce stigmatization (see Goffman 
1963:92). Analysis of such strategies are also relevant in the present study. 
Chapter 5 outlines how health information recorded by pupils on their Pre- 
interview form (CSlSa) is lower compared to health information recorded by 
school guidance staff on the School Careers Service Report (CS4) and careers 
officers on the Aide Mémoire (CS2), particularly for health conditions such as 
epilepsy and diabetes.
Analysis of semi-structured interviews with careers staff (ch.9) will reveal 
how young people attempt to conceal health problems from careers staff (and 
also if they are under social work supervision and have behavioural 
problems) as this might limit career opportunities, particularly in areas of 
high unemployment. This research will highlight the potential negative 
consequences of such action on young people themselves and on careers 
staffs' relationship with employers and managing agents. Of greater interest 
however, is the way the 'labellers' (in this instance, the Careers Service), 
manage' clients' health and other attributional information and the potential 
impact on careers staffs' decision making and placement outcome.
A CONSIDERATION OF CAREERS STAFFS’ PROACTIVE (COVERT) DE-LABELLING AND RE-LABELLING STRATEGIES AS A NEW APPROACH TO LABELLING THEORY
In the course of their dealings with school leavers, school guidance staff and 
careers officers construct various positive and negative 'labels' about pupils' 
health, appearance, speech, behaviour, and physique etc, which may not be 
conveyed to young people, but (as subsequent chapters will reveal), are 
communicated on official records and files within the Careers Service. The 
present research is therefore interested in investigating a number of 
sociological questions related to aspects of 'routine' labelling as part of the 
administrative process within the Career Service.
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Cicourel and Kitsuse's (1963) study of American High School counsellors 
highlighted how routine labelling had unfavourable consequences for pupils, t
and that negative information was uncritically accepted by successive 
teachers. This research will show how the Aide Mémoire (CS2), or seven 
point plan, used routinely by careers officers during the Vocational Guidance 
Interview, actually generates labelling and may even lead to unintentional 
discriminatory practices. Hence the paradox that although careers staff are 
meant to open up opportunities for their client, administrative practices and 
wider social constraints may potentially limit this role.
Nevertheless, research has illustrated how counsellors can share misgivings 
over certain aspects of their task, such as 'the systematic compilation of 
dossiers in the service of ’help' (Halmos 1970). Notwithstanding this, little or 
no research has examined whether proactive covert de-labelling and re­
labelling strategies are employed by those undertaking the labelling process, 
or reasons explored as to why such practices might occur.
Halmos (1965;1970) also claimed that the ideals of professionalism inevitably 
rub off on (counselling) practitioners, tempering their attitudes and 
behaviour and guiding them in genuinely altruistic and caring directions.
For example, covert de-labelling strategies may be used as an attempt to 
prevent new negative labels from emerging, ie 'once a criminal, always a 
criminal'. In practice, however, resistance to stereotypes by 'normals' and 
negation of stigma seldom occur easily (Goffman 1963:41). However, if a 
'normal' individual's particular situation allows a measure of sympathy and 
acceptance of the 'deviant' (the latter subsequently being referred to as 'the 
wise') various proactive strategies may ensue. Arguably, such a role can 
incorporate careers staff. Elsewhere, careers officers have been identified as 
adopting a number of important roles (see Dunn and Grimwood 1984:136).
These have included consultant to schools on the planning and 
implementation of careers programmes, counsellor to young people and 
particularly the unemployed, vocational guidance specialist, within an all-age 
guidance service, advocate, from the community to local authorities and
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Government, and finally, change agent, both in education and especially in 
areas of high unemployment.
Of relevance to the present research is an examination of the way some 
careers staff might, for example, act in accordance with the demands of 
specific situations and needs of young people, regardless of whether this 
violates recommended practices. For example, they might make the decision 
to de-label or re-label information recorded in young people's files if this is 
]>erceived to be morally unjustifiable or potentially discriminating. (In areas 
of high unemployment, other strategies may involve not informing the DSS if 
young people fail to attend a pre-arranged interview as their benefit would 
be stopped). As will be shown, a label is not neutral; meanings are not fixed 
or clear cut, but are modified and developed during the interaction process. 
Thus, the exigencies of the situation, rather than official rules and norms may 
prevail.
To conclude, labelling theory needs to be examined from a number of 
perspectives. By restricting analysis to a pre-defined range of subject matter 
and responses, traditional labelling theory can be viewed as being overtly 
deterministic, particularly in assuming that labels are typically negative and 
permanent. More important, traditional labelling theory has failed to take 
account of those more complex forms of decision making which may 
incorporate proactive, public and covert re-labelling and de-labelling 
strategies among 'deviants' and, particularly in respect of the present study, 
mandated 'labellers' also. Nor has traditional labelling theory explored why 
such strategies might actually emerge. While accepting many of the insights 
of micro-sociological labelling analysis to a study within the Careers Service, 
emphasising interaction and the construction of social meanings, particularly 
in respect of routine' labelling as part of the administrative process, this must 
be considered alongside macro-sociological aspects of those wider economic, 
societal and political structures which operate in conjunction with the 
application of labels. Only then will a deeper understanding of the way 
routine, public and covert labelling and de/re-labelling strategies emerge.
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A more considered assessment of the significance and consequences of 
labelling for processes of health selection can now be fully examined. For 
example, de-labelling and re-labelling strategies suggest 'routine labelling' 
and negative selection processes might be negated or reduced.
HEALTH SELECTION
'The process of selection, as well as the process of choice, must be taken into account, in order to explain why people end up in different occupations' (B lauetal 1956).
In order to understand transitions, we need not only to know what 
influences occupational choice and how structural factors impact on routes 
into the labour market, but also what role gatekeepers play in selecting 
young people for training and employment. As the quote by Blau et al as 
early as 1956 made clear, the process of selection is potentially a crucial 
variable in determining differential occupational outcome. Its relevance for 
health has been identified by the Black Report (1980),
What follows is an outline of theoretical issues within the inequalities and 
health debate which have emerged since the publication of the Black Report 
(1980). Of particular interest are those aspects considered most relevant to 
health selection as an element of what is sometimes termed, 'social' or 
'natural selection'. A critique of the Black Report's assessment of this theory 
is outlined and assessed in relation to the present research.
Differences in the health of people from different social classes have long 
been known and continue to exist. The Black Report's (1980) influence in 
developing an explanatory framework for examining inequalities in health is 
undeniable. The Report identified four main explanations for the causes of 
inequality in health: artefact, natural or social selection, cultural/behavioural, 
and materialist/structuralist explanations. A summary of these explanations 
is outlined below.
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1. Artefact Explanation
There are several aspects of the artefact explanation, including 
numerator/denominator biases and problems of measurement of health and 
class. This explanation suggests, for example, the relationship between 
health and class is artefactual, constructed in the process of measurement of 
social phenomena, typically using the Registrar General's (social class) 
classification, which is considered unreliable. The Black Report (1980) 
pointed out how research evidence using different measures of inequality 
(such as income, housing tenure etc) continues to show marked differences 
in health between social groups which strongly suggests the artefact 
explanation is limited. Bloor et al (1987) highlighted how empirical studies 
of artefactual biases are lacking from the research agenda.
2. Natural and Social Selection
This explanation suggests that health is antecedent to occupational class, 
which has the status of dependent variable. The occupational class structure 
is seen as a filter and a major basis of selection is an individual's health 
(particularly physical strength). Thus the most vulnerable 'drift' to class V of 
the Registrar General's occupational classification, whereas those in social 
class 1 comprise more robust individuals. A consequence of having poor 
physical and mental health is that such individuals are more likely to be 
unemployed or to have unskilled or low paid jobs than their more able 
counterparts, and in turn experience downward social mobility. Social 
mobility has been defined as: 'The movement of individuals between 
different categories within a social stratification system' (OUP: 1972:55).
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3. Materialist or Structuralist Explanations
In this explanation, the role of economic and socio-structural factors is 
highlighted as causes of (ill) health. For example, unhealthy environmental 
factors such as inadequate housing and overcrowding, poor working 
conditions, low income and unemployment, unsafe play areas for children 
etc, all impinge on people's life-chances, health and psychological well-being 
(there is also reference to stress as a more direct link to ill-health). Due to 
continuing health inequalities, which still exist in society at present, the Black 
Report argued that policy implications should attempt to improve the social, 
physical and local environment as well as the socio-economic structure of 
society in general.
4. Cultural/Behavioural Explanations
This explanation attributes differences in health to individuals' behaviour 
and lifestyles. Here, explanation takes an individual form. Inequalities in 
health exist because of the way lower social groups adopt more risk related 
patterns of behaviour than higher social groups. For example, excessive 
smoking and/or drinking and unhealthy eating habits, lack of exercise in 
leisure time, and the under-utilization of preventative health care may be 
viewed as irresponsible behaviour on the part of the individual concerned, 
leading to a 'victim-blaming' voluntaristic model of health.
Overall, when assessing the four explanations, concluding comments from 
the Black Report (1980:125) gave priority to the materialist/structuralist 
explanation for inequality and health:
'...while cultural and genetic explanations have some relevance - the latter is particularly important in early childhood - more of the evidence is explained by what we call 'materialist' or 'structural' explanations than by any otner'.
The four explanations of inequalities in health outlined by the Black Report 
(1980) were reviewed again in the light of new evidence in the most recent 
edition of 'The Health Divide', (Whitehead 1992). Commenting on the four
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explanations, this report also argued that inequalities between social groups 
were genuine and could not be explained away as artefact. As regards the 
health selection explanation, serious illness in childhood was linked to lower 
social class in later life and evidence of selection for height at marriage was 
also dted. However, conclusions were similar to the Black Report's (1980) 
initial observations, in that overall, the health selection effect was regarded as 
small in affecting sodal differentiation in health, priority again being given to 
socio-economic circumstances in affecting health differences. The way in 
which behaviour cannot be separated from its social context (social 
causation) was again stressed. However, although health selection may not 
be the most important explanation within the broader inequalities debate, its 
significance is as yet not fully known and merits investigation.
Evidence of inequality across a range of dimensions is strong (Blaxter 1987). 
As Carr-Hill (1987) pointed out, no one disputes the existence of inequalities 
in health; debate concentrates mainly on the validity of comparisons over 
time and on the relative weight which should be attached to the different 
explanations. Since the publication of the Black Report (1980), debate over 
some of the issues it raised has developed, particularly in respect of new data 
to test the adequacy of competing explanations. As Macintyre (1986:411) 
observed:
'There is no a priori reason to suppose that (the different types of explanatory model) could not operate independently, consecutively or interactively to produce observed patterns of social differentiation in health'.
There has also been a divergence of views on whether inequalities between 
the social classes have widened (Hart 1987; Fox and Goldblatt 1986; Marmot 
and McDowell 1986; Wilkinson 1986) or reduced (Le Grande and Illsley; 
1986) although most commentators favour the former. Research using a 
range of measures of health and different indicators of social position has 
emerged to test the adequacy of competing explanations (eg Macintyre 1986; 
Bloor et al 1987; Blaxter 1987). In addition, the assumption in the Report that 
class differences in mortality and morbidity are a persistent invariant of the 
entire life span has also been questioned (West 1988; West et al 1990).
2 6
Estimates of the contribution of health selection vary. For example Power et 
al's (1986) research suggests a minor but significant independent effect of 
height on achieved social class for both males and females. Measures of 
school absence due to ill health at sixteen also slightly reduced class 
differences in health at age twenty-three (Power et al 1986;1990). Other 
studies have shown how those without health problems are more likely to be 
upwardly mobile (Illsley 1987). According to Carr-Hill (1987:527) 'the issue is 
whether social mobility discriminates in favour of the healthy and against the 
unhealthy, even by a small amount'. Research has also found evidence that 
in youth there is less class differentiation in health and goes on to suggest 
this may increase health selection's potential significance (West 1988; West et 
al 1990; Macintyre and West 1991).
The Black Report's assessment of health selection was that it had limited 
applicability when accounting for inequality in health. Commenting on the 
Report's findings. West (1991:375) pointed out how health selection was 
'...given short shrift, the tone is dismissive, and their understanding of the 
mechanisms involved is clearly that it is a Social Darwinist view of the 
world’. Others (Vagero 1989) argue that if we were to treat health-related 
social mobility itself as a social phenomenon, embedded in the social fabric of 
modem society, this would enable us to challenge the legacy of the past 
associating selection with Social Darwinism (eg Spencer 1884; Wilson 1975; 
Hims worth 1984).
Debate over the interpretation of data surrounding health selection is not 
new and was most evident in an acrimonious dispute between Wilkinson 
(1986;1987) and Illsley (1987) in the mid 1980's, The dispute concerned a 
number of issues relating essentially to the importance of selection in the 
explanation of health inequalities. Summarising the evidence several years 
on (Blane et al 1993:2) this debate continues;
'There is thus little doubt that illness can result in downward social mobility and that, in consequence, those in good health are relatively more likely to be
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upwardly mobile... The question that remains concerns the size of the contribution which social selection makes to class gradients in health'.
The relative merits of health selection were assessed by Stem (1983) and a 
reconceptualisation of health selection has been proposed by West (1991), 
who asks if there might be more indirect ways that health, via associated 
attributes, is selected with a greater effect on health differentials. Direct 
health selection refers to health; indirect health selection refers to attributes 
such as height, physique, appearance, behaviour etc, which may be 
indicative of health potential. When referring to indirect health selection, 
Blane et al (1993:7) suggested this ’leads to the question of which factors 
affect known determinants of social mobility and predict adult health'.
There are two key components of indirect health selection's effect on health 
potential. 1) How does the attribute link to health, either currently or in the 
future? 2) During young people's transitions from school into the labour 
market, how might (in this instance) the Careers Service's selection and 
recruitment processes result in indirect health selection and potentially affect 
young people's achieved social class position?
The kind of indirect mechanisms of health selection which might impact on 
social mobility have been outlined by West (1991), Examples include health 
behaviours such as smoking, where an association between smoking, 
lowered educational achievement and anti-school orientation was 
highlighted (also see Power et al 1990). The relationship between height and 
subsequent social mobility was also linked to a potential process of selection 
by attractiveness. Certain behaviours (for example, if a young person is very 
withdrawn or very aggressive) may also accompany emotional and 
psychological health problems. Adults' responses to behavioural issues have 
indicated boys are perceived as being more problematic, especially in their 
adolescence (Rutter, Tizard and Whitemore 1970).
The present research does not set out to resolve the question whether 
selection by non-health attributes like these is also an indirect form of health 
selection. It is enough that the question has been raised, and that such
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attributes may in the future have health relevance. The question considered 
here is whether such attributes affect placement.
There is evidence that similar attributes are very significant during selection 
processes. For example, a study carried out at the Polytechnic of Wales, 
'What Employers' Look for in School Leavers’, (1987) showed how young 
people's positive personal attributes such as reliability and trustworthiness, 
punctuality, willingness to leam, and clean and tidy appearance, received 
higher ratings from employers than qualifications and work experience (see 
Appendix 1.1 at end of thesis). Ashton and Maguire (1980) examined the 
function of academic and non-academic criteria in employers' selection 
strategies and found evidence that not all employers found qualifications 
important and some perceived them negatively.
Another study which examined employers' attitudes and behaviour towards 
the Careers Service and young people (DE 1981a:15), highlighted some 
'essential characteristics' of recruits. For non-manual jobs, a higher level of 
basic education and specific qualifications were emphasised by employers, 
with less importance being placed on 'physical abilities'. However, 
willingness to work, appearance and ability to communicate were considered 
important for shopwork and other services. According to the employers, 
young people were regarded as failing more often on those attributes 
regarded as 'most essential' - attitude and personality, including willingness 
and motivation to work. Young people were also rejected on account of their 
appearance and manners and because of a lack of basic education, including 
the 3R's, numeracy and speech (DE 1981a:17).
Others collected information on careers officers' assessments about 5th form 
school leavers entering the labour market in South-East England, where 
impressions regarding appearance, attitudes, presentation, manners, and 
speech were gathered (Doogan 1984). Findings revealed how young people's 
rating on these assessments tended to be one of the most important factors 
predicting whether they found work, participated on YTS or became 
unemployed. Also, when the study examined the characteristics of young
‘ft:"
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people who were retained by employers on completion of their first work 
experience programme, the most significant feature of this group was their 
high (positive) ratings on these assessments. Similarly, Livock’s (1981:22) 
research observed how employers pay more attention to criteria other than 
young people's qualifications, particularly during periods of high 
unemployment:
'Higher unemployment and increased competition for vacancies suggest employers can be more selective in recruitment. This does not necessarily imply this will be based on increased formal qualifications requirements but may be based on observing or testing other personal and more subjective aspects such as appearance, alertness, motivation and social skills’.
These studies suggest that attributes other than qualifications and direct 
health references are also very important to selectors.
However, it is important to remember that the Careers Service is only one 
agency among many engaged in decision making about young people's 
destinations. Findings might reveal only a very minor role for health 
selection, whereas other factors, particularly opportunity structures within 
the labour market might, as Ryrie (1983) suggest ’have the final word’. 
Alternatively, the major mechanisms by which young people are allocated 
into different occupational roles may lie beyond the Careers Service, at a later 
stage when young people enter the broader labour market.
Finally, in order to identify practices of routine’ labelling and potential 
health selection processes, a major consideration was to select a research 
sample which would permit analysis of the whole range of health problems 
and other attributes (including appearance, personality, behaviour, height, 
speech, and academic ability) recorded within the Careers Service. What 
follows is the underlying rationale for selecting young people attending 
mainstream schools and why this focus is currently so vital to issues 
identified within the present research.
3 0
RATIOnALE FOR MAInSTREAM FOCUS
Excluded from this research were young people with special needs attending 
special schools, and the network of agencies associated with this group. As a 
specific interest of this research is in health selection, their exclusion might 
seem rather unusual. However, a number of factors suggested that a focus 
on those individuals/agencies working with young people from mainstream 
schools might be interesting and analytically important.
Transitional research into those with health problems has tended to be on 
physically disabled youth and those recorded as having special educational 
needs within special schools, of which a number of studies (eg Rees 1984; 
Hirst 1987; Corbett 1989 and Ward et al 1990) are representative. Other 
studies have examined policy and provision available for young people with 
special educational needs (DES 1978; Tomlinson 1982; Swann 1988; 
Thompson et al 1989), as well as the additional employment problems of 
young disabled people (MSC 1984; NACEDP 1985; DE 1989). For example, 
research findings cited in Ward et al (1990:6) highlighted how transitions for 
those with special educational needs are often uncertain:
'...young people with special educational needs stay on at school past statutory school leaving age and then engage in prolonged work training. Paid employment is postponed, perhaps indefinitely’.
Since the early 1980's, growing rates of youth unemployment have meant the 
above situation also occurs among youth without any particular special 
needs (Jones 1983; Coles 1986; Furlong 1987), though young people with 
special educational needs are known to be further disadvantaged by the low- 
level nature of employment gained. By comparison, the role of educational, 
health and particularly occupational gatekeepers during mainstream 
transition has received little research attention. This study attempts to 
confront and redress this imbalance.
A second reason for focussing on mainstream rather than special schools is 
that in the latter, since the Warnock Report (DES 1978), there has been an
"ft-' ft '' f t ' ' ';
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effective system of 'recording* the needs of children and young people with 
severe, complex or long term disabilities. This is carried out by a range of 
educational and medical specialists and generally relates to those attending 
special schools (Thompson, Dyer and Thompson 1987). In addition, when 
pupils are between 14-15 years old, the education authority must prepare a 
’Future Needs Assessment'. This refers to a statutory procedure to review 
and plan for young people's last two years of formal schooling and entry into 
a range of placements, including: sheltered workshops, special further 
education, continuation at school, open employment or work 
training/experience. As with the Record of Needs, the majority of Future 
Needs Assessments are carried out for those attending special schools. 
Reports from various professionals include the social work department, 
educational psychologist, school medical officer, head teacher, principal 
guidance teacher, special needs careers officer, and the young person's GP 
and parents.
In respect of information gathered during the Future Needs Assessment, 
research by Ward et al (1990:13) found that although assessments were 
sometimes held after young people's sixteenth birthday (and therefore 
criticised for failing to plan for young people's last years of compulsory 
education), in all authorities included in the research study the researchers' 
appraisal of this information was very positive:
'There was a volume of evidence indicating involvement of parents and young people in the procedures and the extensive compilation of reports, observations and assessments from a wide range of agencies'.
Formal structures therefore exist within special schools whereby a wide 
range of information is gathered to prepare young people during a 
transitional process which includes a number of special destinations. In 
response to the Consultation paper, the Standing Committee of Regional 
Careers Officers in Scotland (1990:1) emphasised that in comparison to those 
in special schools, less health information is available to the Careers Service 
regarding young people in mainstream schools. More input from other 
agencies including the School Medical Service was essential:
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The aim of improving the flow of information to the Careers Service is supported, but firmer guide-lines are required from the Department of Health to the School Health Service, This is made all the more necessary because of the progressive integration of young people with less severe disabilities into mainstream education who may not be the subject of Future Needs Assessments carried out in special schools'.
This situation highlights the contrast between an effective communication 
network operating at present in special schools, and the problematic 
information transfer within the mainstream setting. It is important therefore 
to look at the large number of mainstream pupils with less severe health 
problems (and also to identify those with more serious health problems), for 
whom information transfer is problematic and destinations are sought in 
competition with the healthy.
Finally, a third reason for focussing on mainstream pupils is that a lack of 
any operational definition for the concept of 'special educational need' has 
resulted in educational authorities varying in their definition of this term. 
Consequently, not all pupils with special educational needs are recorded or 
receive a Future Needs Assessment. (An argument against making the laws 
too prescriptive is that this would again lead to the labelling or categorisation 
of pupils, contrary to the spirit of the Wamock Report). Research into the 
practice of recording (Thompson, Dyer and Thompson 1987:12) found wide 
regional variations in whether a child or young person after recording was 
attending a special or a mainstream school:
'It seems reasonable to suggest that these placement patterns are related to an individual recording policy in each area, given that the different patterns of recording have evolved from a standard piece of legislation and standard guide-lines'.
Moreover, following further recommendations from Wamock (DES 1978), a 
growing number of young people with special needs were integrated within 
mainstream schools. Thus, the distinction between young people in special 
and mainstream schools is less apparent now than it once was. Although 
acknowledging that the Careers Service is not always informed about their
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clients' health problems, this agency was identified as crucial during the 
transitional process:
'The majority of young people under 18 are placed in jobs or YTS by the Careers Service. In certain cases the Careers ^ rv ice  may not be aware of a young person's disability. Nonetheless, they are generally well placed to act as a first point of contact for these young people and to iden ti^  those who might benefit from specialist advice. Indeed, encouraging their clients to obtain appropriate acfvice on the medical implications of particular types of work would seem entirely consistent with the Careers Service's guidance role. There are likely to be many cases where the Careers Service itself, particularly if it is given guidance and training, could offer advice to young people on the types of job to avoid and on the suitability of specific job opportunities, and there would be no need to seek specialist help. However, the Careers Service would not be expected to make judgements on matters of occupational health for which it was not qualified'.
Nevertheless, research (DE 1989:8-9) has shown how some young people 
within the mainstream system enter employment which could make their 
health condition worse.
It is therefore to those young people with health problems attending 
mainstream schools that this research is directed. As identified previously, a 
potentially crucial role is that of the Careers Service as health selector, 
particularly in respect of its function in pre-selecting young people into 
youth training and employment. Analysis of the way the Careers Service 
attends to health problems within a context of uncertainty, and how this 
impacts on careers staffs' decision making, and their relationship with other 
(health) gatekeepers, such as the School Medical Service and the 
Employment Medical Advisory Service (EMAS), has not been the subject of 
previous research. The present research therefore breaks some new ground 
with an analysis of Careers Service decision making, recording practice and 
placement outcome in relation to health and other attributes.
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COnCLUSIOn
This chapter has set out the main issues and theoretical approaches to be 
followed in the present study. The Careers Service is identified as a pivotal 
gatekeeper during young people’s transitions from mainstream schools in 
that it is strategically placed to negotiate with young people, school guidance 
staff and with the providers of training and employment opportunity. Its 
effect on placement has nevertheless been questioned, and, in assessing this, 
it is essential to consider both attributes of clients and the impact of 
opportunity structures.
An integrated theoretical framework was outlined to incorporate alternative 
theories of entry into employment, and the role of opportunity structures 
identified as vital. Whilst attempting to place young people into available 
vacancies, careers staff are under pressure to service the needs of employers 
and managing agents whose recruitment criteria has become increasingly 
rigorous, especially in areas with limited youth training provision and high 
unemployment. A crucial issue is whether careers staff pay more attention to 
young people's health and other attributes, particularly within 
disadvantaged areas. Drawing on evidence from the sociology of education, 
the importance of young people's appearance, personality, social 
background, speech, motivation and attitude to work, as well as their 
academic ability, were identified as potentially very relevant to selection 
processes, particularly in respect of early leavers.
Within Careers Service information management, 'routine' labelling is 
viewed as part of administrative procedure. As will be shown, this function 
is also vital in assisting careers staff in their pre-selection role to employers 
when selecting young people for available vacancies. From an orthodox 
labelling perspective, careers officers' decision making regarding placement 
based on a health label (eg 'epilepsy') may directly determine (occupational) 
outcome in line with expectation. However, in assuming that labels are 
typically negative and permanent, traditional labelling theory is overtly 
deterministic and makes no allowance for more complex decision making on
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the part of the ’labellers'. Against the wider social and moral constraints 
affecting careers staff selection and placement decision making, varying 
processes of proactive public (official) and covert de-labelling and re-labelling 
strategies are identified as being potentially more significant in the present 
research.
Labelling therefore has a number of consequences, though the direction and 
effect may be unpredictable. Once labelled by reference to either health or 
other attribute, a number of directions open to young people may be 
extended or foreclosed. For example, de-labelling and re-labelling strategies 
suggest routine' labelling and health selection processes may be reduced or 
negated.
Although the Black Report (1980) argued that overall health selection effects 
were small in affecting patterns of social differentiation in health, with more 
priority being given to materialist/structuralist explanations, in truth, the 
relative importance of each of the explanations, including that of health 
selection, remains to be assessed.
Finally, the present study draws attention to detailed information being 
documented (Record of Needs) for young people in special schools, and 
formal structures (Future Needs Assessments) developed to assist transition. 
By contrast, no research attention has examined the transitions of young 
people with health problems and other attributes in mainstream schools, or 
what consequences this may have for employment outcome.
This is even more relevant given that more young people with special needs 
are being integrated within the mainstream system (DES 1978). This focuses 
attention on how adequate information transfer is within mainstream 
settings as well as the need to understand why this situation has developed 
as it has. The present research examines the realities of this situation further 
by investigating how careers staff 'manage' those with health problems 
within a context of uncertainty.
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In chapter two, specific aims of the project are outlined and a more detailed 
familiarisation with the research setting described. Implementation of the 
research design and methodology include an outline of how access to the 
research setting was negotiated, a description of sources and types of 
administrative data available within the Careers Service, and how 
quantitative and qualitative items were analysed.
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CHAPTER TWO
AIMS OF RESEARCH, AnD OVERVIEW OF RESEARCH DESIGn AnD METHODOLOGY
InTRODUCTIOn
The main aims and research methods of the present study are outlined in this 
chapter. The project is essentially qualitative, an approach usually associated 
with such methods as interviewing and participant observational fieldwork 
(Schwartz and Jacobs 1979). Qualitative sociology has also been influenced 
by an interactionist approach termed 'grounded theory' (Glaser and Strauss 
1967; Silverman 1985), the focus of which is on meaning, social action and 
actors' accounts in a social system. This emphasis has connected qualitative 
sociology to phenomenological sociology through the works of Schütz, and 
to Blumer's symbolic interactionism, influenced by the work of G. H, Mead 
(Schwartz and Jacobs 1979). However, in order to contextualise the research 
against the broader issues impacting on labelling strategies and selection 
processes, it was also necessary to collect quantitative data about the Careers 
Service, as quantitative information specifically relating to young people's 
health and negative/positive attributes was not available from any other 
source.
Within sociology there has been and continues to be much debate about the 
nature of reality. There seems to be no one undisputed or self-evident 
research strategy to be adopted. Practical considerations can have as much 
influence on the choice of research methods as theoretical considerations. 
Increasingly, sociologists are combining both qualitative and quantitative 
approaches and a plurality of methods - 'triangulation' - has been used to 
examine research findings to form a more complete representation. This 
combination is noted by Bryman (1988:12):
'A division of labour is suggested here in that quantitative research may be conceived of as a means or establishing the structural element in social life, qualitative research the processual'.
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Before describing how the research design and methodology were 
implemented, the main aims of the present research are outlined below.
AIMS OF RESEARCH STUDY
A first aim relates to assessing how much health information and advice is 
available to the Careers Service, particularly from the School Medical Service 
and EMAS (Employment Medical Advisory Service). Chapter one focused 
attention on aspects of problematic (health) information transfer to the 
Careers Service for young people in mainstream schools. The present 
research will examine what the implications are for the Careers Service in 
having to work within a context of uncertainty and why this situation has 
developed as it has.
A second aim is to examine how careers staff respond to client's health and 
its relationship to destination. This includes the extent to which serious as 
well as minor health problems impact on careers staffs' placement decision 
making. In respect of young people's health problems, research into 
discrimination in the labour market has highlighted the greater likelihood 
that (negative) health selection will take place for more serious health 
conditions (NACEDP 1985; Morrell 1990). However, in line with their 'client 
centred' role in promoting equal opportunity, a plausible hypothesis is that 
careers staff work proactively for those with (major and minor) health 
problems, and that at least during this stage in the transitional process, are 
able to secure placements for these individuals - even if this means a 'hard 
sell' to employers. In terms of destinations, a related issue is whether health 
is a more important component of decision making with regard to young 
people entering employment or youth training, compared to those going on 
to further and higher education, particularly m areas of limited training and 
employment opportunity.
A third aim is therefore to examine careers staffs' decision making within 
contrasting labour markets. The vital impact of opportunity structures 
affecting young people's entry into the labour market has led to suggestions
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that greater consideration be given to the proactive role of careers guidance 
during the transitional process (Ryrie 1983). Health is an area where this role 
might be evident. In a crucial sense, it is this unique 'client centred' approach 
and the fact that the Careers Service is strategically placed to negotiate with 
school guidance staff, young people, and the providers of employment and 
training opportunity, which distinguish it from other school/post school 
gatekeepers. However, without taking into account the powerful effect of 
opportunity structures, the strategic role of the Careers Service is unlikely to 
be revealed.
A fourth aim is to identify patterns and sources of other attributes (for 
example information about young people's appearance, personality, 
physique, speech, social background and academic ability etc.,) that careers 
staff receive from various school/post school gatekeepers, as well as types of 
information recorded by careers officers themselves in the young person's 
'unit' (CSl), particularly the Aide Mémoire (CS2). This would be a valuable 
means to examine practices of 'routine' labelling within the Careers Service as 
part of the administrative process and information management.
A fifth aim is to investigate whether, in addition to health problems, other 
attributes recorded in young people's units^ affect destinations. In 
attempting to fulfil employers' recruitment specifications whilst at the same 
time play the role of advocate and secure suitable placements for those with 
and without health problems, the moral dilemma faced by careers staff is 
underlined. Of vital importance is what the implications might be for 
labelling strategy, (including careers officers' potential proactive de-labelling 
and re-labelling practices) during the selection process.
Finally, a sixth aim is to examine whether wider opportunity structures and 
institutional pressures to document information in young people's 'units' 
affect recording practice and selection processes within the Careers Service.
1 The 'unit' (CSl) is an official document used within the Careers Service which contains a range of documentary 
information about young people.
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Educational sociologists have examined the way pupils in school are 'typed' 
according to appearance, speech, personality, behaviour, social class and 
academic ability (see ch.l). Research has also shown how not all employers 
base their selection process on formal qualifications (Ashton and Maguire 
1980) and that in areas of high unemployment, they can be more selective in 
respect of non-academic attributes (Livock 1981). Since the onset of YTS 
however, more recent research (Roberts 1989a; Lee et al 1990) has highlighted 
how employers' selection procedures have become increasingly more 
rigorous; academic qualifications are used as a measure not only of ability, 
but of other attributes as well.
Relying on information from the units, part of careers staffs' role is to pre­
select young people according to employers' recruitment criteria, particularly 
for entry into various youth training schemes, A central issue related to the 
sixth aim of the study is whether careers staff pay more attention to health 
and other attributes in areas of limited training and employment opportunity 
and if this affects placement outcome, particularly among disadvantaged 
youth. Analysis of careers offices within contrasting localities is therefore 
essential.
What follows is an overview of the research design and methodology 
adopted in the present research. Early implementation of the research design 
involved a familiarisation with careers staffs' links with school guidance staff 
and receipt of the School Careers Service Report (CS4). This is followed by 
an analysis of what takes place during young people's Vocational Guidance 
Interviews (VGI's) and a description of types of health and other attributes 
available within Careers Service units (examples of these data and all other 
appendix information shown in this study appear in relevant appendices at 
the end of the thesis). This includes careers staffs' receipt of health 
information (Y9 and YIO forms) from the School Medical Service and contact 
with EMAS (The Employment Medical Advisory Service). The selection of 
the research settings, access to administrative data within the Careers 
Service, and the ordering and analysing of quantitative and qualitative data 
is then outlined.
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For a more detailed account of certain components of the research design and 
methodology described in this chapter see the methodological appendix 
(Appendix 2.19a-h). Grouped under relevant sub-headings, this information 
relates to:
a) preliminary interviews undertaken during the early stages of the research process
b) types of interview systems adopted within the Careers Service
c) the organisation of Vocational Guidance Interviews in schools and an outline or questions asked by careers officers during the VGI (see Appendix 2.13)
d) negotiating access within the research setting
e) confidentiality and research data
f) the categorisation of units within the Careers Service
g) research setting and researcher influence
h) a more detailed account of topics discussed during interviews with careers staff
To begin with however, consideration is given to careers staffs' relationship 
with guidance staff in school, who are responsible for making assessments of 
potential school leavers with respect to future careers.
CAREERS OFFICERS’ LINKS WITH SCHOOL GUIDANCE STAFF AND RECEIPT OF THE SCHOOL CAREERS SERVICE REPORT (CS4).
When making assessments on potential school leavers, the guidance teacher 
compiles a School Careers Service Report (CS4) for pupils during their 4th, 
5th and to a lesser extent, 6th year at school. The CS4 documents a range of 
information including: personality (eg ability to mix, behaviour, and 
reliability), verbal communication, activities in /ou t of school, timekeeping 
and attendance, health, personal appearance and hygiene, academic
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performance, potential for further study, school/work experience and recent 
career interests; and concludes with a general comment from the guidance 
teacher summarising his/her overall views about the pupil.
The CS4 is then given to the careers officer before the young person's VGI. 
As can be seen from Appendices 2.1a-e, as well as health problems 
(Appendix 2.1a), information recorded on the CS4 may contain a range of 
negative (Appendix 2.1b) and positive (Appendix 2.1c) attributes about 
young people, as well as information about home background (Appendix 
2.Id) and comments from the guidance teacher about the young person's 
suitability for certain types of employment. (Appendix 2.le). It is this 
information which may impact on careers staffs' selection processes, 
particularly within contrasting labour markets.
Young Person's Pre-Interview Form (CS18a/b)
Young people complete a Careers Service Pre-Interview (CS18a) form during 
their 4th year (Appendices 2.2a-c) and (CS18b) form if in their 5th or 6th year 
at school (Appendix 2.2d). This, too, is given to careers officers before the 
young person's VGI and contains information about subjects studied and 
level (eg standard grade, 'O' level or non-certificate). Pupils also give details 
about when they intend to leave school, what career interests they have, and 
(only on the CSl8a form) if they have any health problems, serious illnesses 
or if they are colour blind. Three points are of interest; one is whether young 
people reveal their health problems to careers officers and if more serious 
health problems are omitted from the Pre-Interview form because of a fear of 
stigmatisation. For example, in the health problem section in Appendix 2.2b, 
the young person wrote 'catarrh'; however, analysis of his School Careers 
Service Report (CS4) revealed he had 'ataxia', a mild form of cerebral palsy. 
A second issue is whether all information about young people's health is of 
relevance to careers staff, particularly minor health problems and those no 
longer relevant (see Appendix 2.2c). A third point is that as no health 
information is recorded on 5th and 6th year leavers' Pre-Interview forms (the 
CSl8b form), this is yet another justification for the focus on 4th year leavers.
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Young people can also use computer aided guidance such as Cascaid and 
Jobwise^ before meeting the careers officer. Computer aided guidance in 
school is generally viewed by careers and guidance staff as being 
complementary to the careers interview and this, as well as careers education 
programmes, are not considered as alternatives to it.
THE VOCATIONAL GUIDANCE INTERVIEW
While school guidance teachers have a crucial role to play in careers 
education and work very closely with the Careers Service in schools, it is the 
careers officer who mediates their detailed knowledge of employment and 
the labour market through the Vocational Guidance Interview (VGI). The 
VGI has been seen as being one of the careers officers' main roles (Reddy and 
Brannigan 1979) and is a crucial stage in the total process of careers 
information.
In general, careers officers give pupils an initial career options talk in school 
in December. Vocational Guidance Interviews with 4th year pupils then 
begin in January and are usually completed by early March. After Easter, 5th 
and 6th year leavers are contacted and asked if they wish to have (another) 
careers interview. Careers officers also interview young people in the careers 
office and fulfil other duties^ such as giving vocational information and 
conducting diagnostic and follow up interviews where necessary. When 
planning the overall programme of careers education within schools, careers 
officers generally negotiate on an individual basis with school staff what 
guidance will be carried out. This is usually agreed within the parameters 
set at PCO (Principle Careers Officer) level. Careers officers, as well as 
school guidance staff and /o r House staff, work out the School-Year
2 Compared to Cascaid, Jobwise is used with less academic youth.
3 General duties of employment assistants and clerical workers within the Careers Service are outlined in Appendix 
2,3 at the end of the thesis.
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Programme of careers education at an annual review meeting, where the 
work of the previous year is discussed and the following years' work 
planned. This includes guidance methods, talks, time allocations for parents' 
evenings and career conventions. Careers staff stress the importance of 
educating teachers about the role of the Careers Service and the purpose of 
Vocational Guidance Interviews in aiming to provide an impartial, 
professional and client-centred service. Building up trust within the 
educational institution is considered very important among careers officers, 
whose relationship with school staff can affect their day to day work in 
schools.
A high degree of personal autonomy is exercised by careers officers when 
conducting Vocational Guidance Interviews. Careers officers use their own 
discretion in managing the interview process and in the amount of time 
spent (on average each interview lasts between 20-30 minutes), the process 
being influenced by the needs of the individual concerned. Further 
information relating to the types of questions asked by a careers officer 
during the VGI is outlined in the methodological appendix (see Appendix 
2.19c). As will be outlined later, in the present research a system of selective 
interviews'^ was conducted by careers officers in schools.
In most divisions there are broad guide-lines which allow careers officers to 
prioritise which young people they initially interview. These include: young 
people leaving school at the earliest opportunity who require early 
applications for employment and YT (4th year leavers); situations where a 
young person's career choice does not match academic ability (often 
highlighted by guidance staff); those who are vocationally immature, or who 
have no ideas about career options; and, those identified as having special 
needs (for example, poor social, literacy and numeracy skills, or who have 
health or behavioural problems). Such prioritising is left up to the individual 
careers officer and is not laid down centrally. Developing a good working
4 The methodological appendix (Appendix 2.19b) describes what is meant by the 'open access' and 'blanket' 
interview systems within the Careers Service.
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relationship with school staff and gaining access to relevant information is 
crucial to careers officers during this stage.
During the Vocational Guidance Interview, careers officers complete a 
written assessment of the young person being interviewed. This information 
is recorded on the CS2 form, more commonly referred to as the Aide 
Mémoire or 7  point plan*, because it consists of a series of information 
gathered together under 7 headings.
THE AIDE MEMOIRE (CS2) (7 POINT PLAN)
All careers officers are trained in the procedure of structured assessment 
interviews. Most base their interviewing on models or theories of 
interviewing learned during their post-graduate training. However, in 
general, there is no set policy on which specific interviewing model should 
be followed. The main criteria are that interviews are concerned with 
diagnosing young people's need and moving towards client-centred 
outcomes. The model used by careers officers in the present study included 
the Aide Mémoire (CS2). This was developed by Professor Alex Rodger and 
originates from differential psychology. The aim of the Aide Mémoire was 
'to provide a simple but scientifically-defensible assessment system’ (Rodger 
1968:359).
The Aide Mémoire contains information on specific characteristics of young 
people including height, physique and health. Rodger (1968) also referred to 
types of 'pseudo-health' information being recorded, such as appearance, 
behaviour, personality and speech - information described in the present 
research as 'other attributes'. Further information relates to the young 
person's interests, special aptitudes, disposition, and circumstances, as well 
as an additional section for more detailed interview notes (for examples, see 
Appendices 2.4a-c at the end of the thesis). The device of splitting a person's 
attributes and circumstances into seven sections was perceived as:
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'a rather regrettable necessity... the divisions made are for convenience. We must freely admit that a shortcoming of any scheme of this sort is to be found in the fact that it may encourage us to think of an individual as a mere bundle of 'qualities'. ...this is not an argument for disdaining the use of such a plan: it is an argument for using it sensibly'(1968:359-360).
It was also very important to remember that young people's attributes and 
circumstances may be continually changing; the problem is essentially one of 
forecasting. As a result, items on the 7 point plan should conform to the 
following four criteria (1968:361):
1. They should be relevant in that it should pin-point influences
commonly and demonstrably connected with occupational success 
and failure.
2. They should be independent, in that the sections should be sufficiently
separable from one another to avoid overlapping assessments that 
would be wasteful.
3. They should be assessable in the circumstances in which the
assessments have usually to be made.
4. They should be few enough to keep the risk of hasty, superficial
judgment to a minimum, but numerous enough to cover the ground 
adequately.
The sequence in which the headings appear is not meant to carry any 
implications about the order of their importance. This will depend to a 
considerable extent on the nature of the employment or training for which 
the applicant is being considered. In examining the role of the interviewer, 
the following observations were made by Oldfield (1941) quoted in Rodger 
(1968:362):
'The interviewer after the interview (and in general any person after an encounter with another) possesses and carries about with him a kind of homunculuslike representation of the candidate. This is essentially a 'working model' a living image', and when occasion demands it can, so to
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speak, be taken out of its box and be made to perform. It is by placing this creature in imagined circumstances, and watching its behaviour, that the interviewer is enabled to make predictions about the candidate's probable behaviour in those circumstances.
Oldfield's notion is an extension of the thought in many people's minds 
when they say, for example, I can't see him /her doing that, but he/she 
might be very good at, eg clerical work'. This process has relevance to the 
issue of selection inasmuch as information recorded on the Aide Mémoire 
may influence the pre-selection of young people into available vacancies. For 
example, when interviewing, careers officers might not think of a particular 
clerical post, but of a clerical type. In addition to quantitative analysis of unit 
data (ch.6), the present research will examine examples of the Aide Mémoire 
document, specifically those which relate young people's health and other 
(negative/positive) attributes (such as appearance, behaviour, height, 
physique, speech and academic ability etc) to certain types of youth training 
and employment opportunity in contrasting labour markets.
In order for the Careers Service to function effectively, the receipt of health 
information regarding their clients is vital. The potential sources and 
patterns of health information which flow to careers staff during mainstream 
transition is diagrammatically represented in Figure 1 (overleaf). These 
formal procedures disguise a number of issues in respect of the input of 
adequate health information and advice to the Careers Service, particularly 
from the School Medical Service and Employment Medical Advisory Service 
(EMAS)5-
THE SCHOOL MEDICAL SERVICE
The aims of the School Medical Service have been identified by the Scottish 
Home and Health Department (1973:24) as follows:
5 A list of other gatekeepers who have links with the Careers Service and a brief summary of their working 
relationship with careers staff is outlined in Appendix 2.5.
FIGURE 1
Careers Staffs Links With Other Gatekeepers: 
Potential Sources of Health Information Flow 
During Mainstream Transition
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to maintain the health of school children, to identify and treat the handicapped and, by working closely with teachers and psychologists, to promote the study and understanding of the area where sensory, physical, intellectual, emotional and cultural factors merge and contribute as variables to specific learning disabilities and to general educational failure or success'.
In theory, school medical officers carry out routine examinations of pupils 
and provide medical reports (Y9 and YIO forms) when they identify a health 
condition which may affect suitability for work. A Y9 form is completed for 
young people who may require special consideration on medical grounds 
during employment placement; a YIO form relates to severely disabled 
school leavers (see Appendices 2.6 and 2.7).^ These forms should be 
distributed to the young person’s GP, the Employment Medical Advisory 
Service (EMAS) and the Careers Service.
When the structure of the Y9 form is examined in more detail, it is arguably 
the best evidence that the formal processes of careers officers' work involve 
direct health selection by excluding certain types of work situations which 
might be unsafe for their client. The deficiencies surrounding the Y9 
procedure in potentially limiting a young persons' chances of employment 
were identified in the editorial section of Community Medicine (Wild and 
Williams 1983:1):
The Y9 system, which lists the kinds of work for which the young person is unsuited, is reported to be unsatisfactory... the question arises vmether the dubious protection against unsuitable employment offered by the Y9 is not more than offset by the likelihood that in the current employment situation, its possession would restrict the chances of any job at all? This is a difficult proolem for a doctor and, with the general interest of the patient at heart, he may well decide not to issue a Y9 to someone whose disability is quiescent or well-controlled'.
As there is no statutory requirement on school medical officers to examine all 
young people in their final year at school, Y9 and YIO forms are not
6 Also included in Appendices 2.6 and 2.7 are the Notes of Guidance used by School Medical Officers when 
completing Y9/Y10 forms.
-------------------------------
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completed for all school leavers. During preliminary interviews^, careers 
staff claimed they rarely received Y9 or YIO forms and, when available, were 
very critical of their content. Research has investigated the role of school 
medical officers in Secondary schools (see Crouchman 1986), and shown how 
the timing of school medical examinations varies considerably. In some 
areas, only those with known medical problems are seen in the final years of 
secondary education (Cherry, Gear and Waldron 1983). Although the aim of 
the Y9 form is to alert careers officers if a young person's health problem may 
affect suitability for work, ironically, no health information is recorded on 
this document. As can be seen from Appendix 2.6, instead, a list of 'clues’, or 
coded medical information (Antoniou 1990) about potential work contexts 
which may be hazardous to their client are outlined. For example, a pupil 
might not be suitable for: "work at heights or near vehicles or machinery" 
(implying epilepsy), or "work involving exposure to dust and fumes" 
(implying asthma or bronchitis etc). This is a very good example of official 
de-labelling processes being adopted by the School Medical Service when 
communicating information to the Careers Service and underlines the way 
careers staff have to operate within a context of uncertainty.
In contrast to the Y9 form, the YIO form (Appendix 2.7) does contain health 
information. However, preliminary interviews with careers staff again 
revealed dissatisfaction with the receipt and content of this document; the 
latter because medical terminology was often difficult to interpret on the YIO 
form. Further analysis is required to examine these issues in greater depth. 
Of interest is careers staffs' perceptions of their relationship with the School 
Medical Service and why information is apparently so ill-adapted to Careers 
Service placement decision making for those with health problems.
Another agency careers staff might contact when dealing with health 
problems is the Employment Medical Advisory Service (EMAS).
7 For more information on preliminary interviews see the methodological appendix (Appendix 2.19a).
5 0
THE EMPLOYMEnT MEDICAL ADVISORY SERVICE (EMAS)
Briefly, the Employment Medical Advisory Service (EMAS) is run by the 
Health and Safety Executive and is staffed by doctors expert in the field of 
occupational medicine. Careers officers can contact EMAS for advice about 
the suitability of a job in relation to a particular illness or disability affecting 
their client (see Appendix 2.8). Statutory authority for the disclosure of 
medical information by the School Medical Service to EMAS is given in 
Section 1 (6) of the Employment Medical Advisory Service Act 1972. 
However, this does not extend to the Careers Service who have no medical 
personnel. Procedures devised for the co-operation between school medical 
officers, employment medical advisers (EMAS) and careers officers are 
outlined by the Department of Education and Science to Local Education 
Authorities.
Employers and the F2404 Procedure
Another formal arrangement for the medical supervision of young people 
entering employment is the F2404 system. Under Section 119A of the 
Factories Act (1961), this provides that employers notify their local Careers 
Office within seven days of all young people under eighteen who start work 
or a youth training scheme in factories. On receipt of the F2404 form (see 
Appendix 2.9), the Careers Service should check if there is a Y9/Y10 form for 
the young person concerned. If available, the F2404 form and Y9/Y10 form 
are both sent to EMAS who considers if the young person is in suitable 
employment, or whether a medical examination or discussion with the 
employer is necessary (see DE 1989:3-4). Researchers who investigated the 
F2404 system (Cherry, Gear and Waldron 1983:8) described it as being 
'inadequate and in disarray', and pointed out that without the Y9/Y10 forms 
being sent to the Careers Service, such measures to protect young workers in 
occupations covered by the Factory Act cannot be set in motion by the 
Careers Service. Moreover, the Factory Inspectorate does not prosecute 
employers who fail to comply with the F2404 procedure. This is, then, yet 
another example of inadequate communication input to the Careers Service.
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The next stage of the project was directed towards implementing an 
appropriate research design and methodology to address the aims of the 
present research. Specifically, this involved obtaining access to careers 
offices within contrasting labour market contexts.^
SELECTING THE RESEARCH SETTINGS: SOME INITIALCONSIDERATIONS
All research designs are dependent on what is known about a phenomenon, 
as well as what is manageable given the limited time available for fieldwork. 
As a starting point in selecting an appropriate research setting, information 
regarding the destinations and unemployment statistics of school leavers for 
the twelve Careers Service Regions within Scotland, and numbers of young 
people registered at Careers Offices and on YTS within Careers Service 
Regions and Divisions, were obtained from Strathclyde Regional Council 
Education Department and the Scottish Education Department respectively.
Practical as well as theoretical issues affected decisions about which Career 
Service Division to select in the research design, Strathclyde Region's Career 
Service Divisions were more geographically accessible from Glasgow 
compared to other Regions. Preliminary interviews (see Appendix 2.19a) 
had also taken place within this region, and it was an area known to the 
researcher. Information was therefore obtained on young people's 
destinations from Career Service Divisions within Strathclyde Region. 
Overall, there are 39 full-time and 18 part-time Careers Offices within the six 
Careers Service divisions in Strathclyde. In order to select the research 
setting, the next step was to carry out more detailed analysis on types of 
employment and training opportunities within each Division.
Further information regarding individual Careers Offices within each 
Division was obtained by contacting the appropriate Careers Service
8 The methodological appendix (Appendix 2.19d) outlines how access to both Careers Office areas was negotiated.
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Headquarters. Information on 'School Leaver's Destinations and 
Unemployment Statistics by Careers Office Area: 1990-1991' was gathered. 
The Division and subsequent Careers Offices selected for further analysis 
met the criteria of operating within very different labour market contexts 
(due to issues of confidentiality these are not identified in the present 
research). This included a careers office with more favourable employment 
opportunities within the Division, from here on identified as Area 1, and 
another with less favourable employment opportunities, referred to as Area
2. A comparison of the employment structure and recent male/female and 
overall unemployment rates within Area 1 and Area 2 is shown in Figures 2 
and 3 respectively (overleaf) As can be seen from Figure 2, the opportunity 
structures within the contrasting localities are very different in terms of 
training and employment available.
Finally, of interest was whether there were any health statistics available for 
young people in mainstream schools. The only source of health information 
uncovered within Strathclyde Careers Service Divisions included those 
young people registered/not registered disabled in mainstream as well as 
special schools (see Appendix 2.10). This information was from part of a 
study being carried out for the Employment Medical Advisory Service 
(EMAS). However, as can be seen, there was no mention of types of health 
problem available and even with this data it was not possible to link health 
with destinations. Nor was health information shown for individual careers 
offices. Statistics were only available for:
a) those young people registered disabled;
b) those young people who could be registered but chose not to, plus those with minor problems.
Furthermore, Strathclyde Regional Council pointed out that the above 
figures 'would not be available from July 1990 onwards as these figures were 
no longer collated'. It was therefore essential to abstract health information 
(and other relevant data) from Careers Service 'units' for young people in 
mainstream schools within contrasting localities.
FIGURE 2
SUMMARY OF EMPLOYMEnT STRUCTURE WITHIn AREAS 1 AnD 2.
Area 1
1. Reliant on manufacturing in the 1970's.
2. Diversified economic base to include service sector.
3. Banking/ distribution and financial services were leading employment providers.
4. By 1987, 55% of the workforce were in the service sector and 30% in the electronics sector, compared to 27% in the manufacturing industry.
5. Demand for more well qualified school leavers increased.
6. Employment opportunities for the less qualified contracted.
Area 2
1. Heavy dependence on iron and steel manufacture and mechanical engineering.
2. In 1970's, largest group of workers was skilled manual workers (25%), with 15% in semi-skilled manual and unskilled manual labour. In the 1980’s, over 50% of the labour force were in skilled manual jobs.
3. A major employer was the British Steel Corporation.
4. In the 1980's/1990's, job losses in the core industries increased.
5. Skilled prime-age men formed a high proportion of total unemployment.
6. School leavers and unskilled youth were in an even more vulnerable position, witn waiting lists to go on
FIGURE 3
MALE AnD FEMALE UnEMPLOYMEnT RATES (1990/1993)
1990
1993
MALE
8,8%
11.4%
A REA l
FEMALE
4.5%
5%
AREA 2
1990
1993
MALE
15.2%
17.2%
FEMALE
6.6%
5.3%
OVERALL UnEMPLOYMEnT RATES (1990/1993)
1990
1993
AREAl
7%
8.6%
AREA 2
11.8%
12.2%
Source: Strathclyde Regional Council, 1993.
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SOURCES OF ADMInISTRATIVE DATA WITHIn THE CAREERS SERVICE
The unit (CSl) is an official file used within the Careers Service to record 
general background information about young people (ie name, address, 
school, sex, date of birth, careers officer's recommendation and placements). 
The unit may also contain a range of documents, most notably, the Aide 
Mémoire (CS2) and information received in school, including the School 
Careers Service Report (CS4) and Young Person's Pre-Interview forms 
(CS18a/b). Appendix 2.11 outlines potential sources of documents available 
in young people's units, though data vary according to individual need.
Previous units and /o r units presently being completed by careers staff 
(Summer 1991 School leavers) were available for analysis. Although Summer 
1991 units contained relevant information (such as the School Report, Pre- 
Interview forms and Aide Mémoire), this yeargroup was still at school. As a 
vital interest was in the extent to which health and other attributes impacted 
on young people's labour market outcome, the units of young people leaving 
school in Summer 1990 were selected as these also included data  specific to 
destinations.
With regard to the types of data analysed in the present research, Hakim 
(1993:136) observed that research based on administrative records involves a 
large element of 'knowing what is available and making the most of it; 
opportunistic designs are almost a requirement'. Administrative records 
have therefore been described as:
'...collections of documents containing mainly factual information compiled in a variety of ways (directly from those concerned, or indirectly from employers, schools, doctors and others acting as informants) and used by organizations to record thé development ana injplementation of decisions and activities that are central to their functions. They are typically large in number; are usually high in content rigidity and narrow in content scope; and are often available tor considerable stretches of time' (Hakim 1993:131).
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The above observations apply strikingly to the types of administrative 
records held within the Careers Service, (apart from the reference to length of 
time; units were usually kept no longer than five years). After a period of 
familiarisation with the various documents available in young people's units, 
a catalogue frame was developed and specific sections drawn up to allow 
abstraction of data (Appendix 2.12). Included on the catalogue frame were:
1. Background information about the young person: date of birth, sex and 
school leaving date.
2. School attended and (if available) code relating to careers officer who 
completed the unit.
3. Sections for various documents available in the units: for example, the 
School Careers Service Report (CS4); Aide Mémoire (CS2); young persons' 
Pre-Interview form (CS18a/b), and if available, EMAS report; Y9/Y10 forms; 
YT STN's (Special Training Needs) Endorsement Form and F2404 form. 
Other documents such as the YTS Review (which assessed young people's 
progress within YT) and the Bridging Allowance form^ applied only to 
certain individuals and were not always available in the units (nor did they 
contain information relating to health or other attributes). Finally, other 
documents such as the ERC (Employment Rehabilitation Centre) Report and 
the Future Needs Assessment Report were more likely to be found in units of 
young people attending special schools.
4. Information about destinations. This included a description of YT, 
employment, further and higher education and information about the 
employer or training provider.
9 Applicable for 8 weeks to those under 18 who left/lost a job or YTS and are not covered by Child Benefit or have 
CB extension payment and not in receipt of Income Support.
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THE ORDERInG OF UnIT DATA
Overall, there were 788 Summer 1990 school leavers' units from the 7 schools 
within the remit of the Area 1 Careers Office, and 311 Summer 1990 units 
from the three schools included within the remit of Area 2 Careers Office, 
which had a smaller catchment area. The overall total of 1099 Summer 1990 
leavers' units included young people leaving in their 4th, 5th and 6th year at 
school. The only practical difference in undertaking fieldwork in Area 2 was 
that the procedure used to file young people's units varied slightly from Area 
1. The much more important difference related to careers staffs' perceptions 
about the social and economic environment in which they worked In 
Area 1 there existed a more positive attitude to young people's future 
training and employment opportunities. The contrast in Area 2 was quite 
striking and served as a reminder of early observations set out by Allen 
(1968:320):
'The social position of youth cannot be separated from the overall structure in which it is located.... age relations (including youth) are part of the economic relations and the political and ideological structures m which they take place*.
Disadvantages of Unit Data
Disadvantages associated with unit data related to the fact that information 
was individualistic and often came from a range of sources. Consequently 
some units were crowded with information, whereas others had very little or 
sometimes no information at all. Hakim (1993:137) made some useful 
observations on the nature and quality of data from administrative records 
which were of relevance to research methods employed in the present study:
'Records kept in the context of implementing rules, regulations or legislation with universal applicability, such as car registration, will contain more complete and standardized information on all cases, to ensure consistent and
10 The methodological appendix (Appendix 2,19g) outlines in more detail aspects relating to the surrounding 
context of the research setting and researcher influence.
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uniform treatment. Other records are kept in the context of service delivery activities, where there is no precise, or minimum entitlement and the nature of the service depends on the individual case, so that information in the records is not standardized and may vary greatly in quantity and detail. The degree of standardization, consistency and quality o f information also varies between records that are routinely compiled and those compiled on a one-off basis for some special exercise or study (emphasis in text).
During data abstraction, a number of potential limitations for quantitative 
analysis were identified. For example, not all careers officers put their name 
on the Aide Mémoire or unit card. Hence, the identification (and subsequent 
coding) of some careers officers was not always possible. Although after a 
few weeks fieldwork it became easier to identify the particular handwriting 
of careers officers, some units were completed by careers staff who were 
either seconded to another Careers Division, or were on maternity leave at 
the time fieldwork began. The opportunity to interview these careers officers 
was therefore lost.
Further limitations of the data reflected the incompleteness of information 
available to careers officers from those acting as informants to the Careers 
Service, such as school guidance staff who completed the School Careers 
Service Report (CS4). The CS4 generally includes information about young 
people's subjects and qualifications gained at school. However, because 
Vocational Guidance Interviews took place before results were available, 
careers officers did not have adequate information regarding young people's 
results when making decisions about placement into training or 
employment.
Thus, in respect of fourth year leavers, while careers officers might receive 
information on the CS4 about subjects being studied in 'O' grade and /or 
standard grade level (ie credit/general or foundation) and perhaps predicted 
results, they did not have actual qualifications gained. For 5th year leavers, 
O' grade and standard grade passes would be available from 4th year, as 
well as possible prelim results for highers, but again, not actual higher 
grades, a situation repeated for 6th year leavers (in Appendix 2.1c the
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guidance teacher even points this out by writing on the CS4 "predictions not 
possible at this stage").
Consequently, data regarding young people's academic qualifications were 
either not available at all to careers officers, or in the case of 5th and 6th 
years, were always only partial. Other research (Lee et al 1987) pointed out 
that because school leavers actual examination results are not always 
available, some employers relied on the fact that pupils were on an 'O' level 
course, or substituted their own tests instead. In Lee et al's (1987:151) 
sample, those with good leaving results were concentrated in the top 
schemes, though this group had either '...not got the results expected or were 
'cleared' by the Careers Service'.
School Guidance staff did however evaluate pupils 'potential for further 
study' on the CS4 and usually summarised overall academic ability in the 
'General Comments' section of the report (for example, if the young person 
was of limited or average academic ability or university potential (see 
Appendices 2.1a-e).
A further limitation was that particularly for non-academic youth entering 
specific youth training schemes, the recording of information about academic 
ability might be considered secondary to other attributes such as behaviour 
and reliability. It was important therefore to assess careers staffs' views of 
this information and its relationship to placement outcome.
Although all those leaving in Summer 1990 from both careers offices had a 
unit card, more information was available in 4th year leavers units compared 
to those m 5th and particularly 6th year. As all 4th year leavers received a 
Vocational Guidance Interview whereas 5th and 6th year leavers had to 
request one, there was not always a School Careers Service Report (CS4) 
available (it was pointed out by careers staff that if guidance staff had 
already written a report in 4th or 5th year, they might not write another for 
6th year leavers). In addition, if young people had definite career ideas and 
had decided to stay on in school and eventually enter university, they might
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not attend their Vocational Guidance Interview (this also meant there 
wouldn't be an Aide Mémoire (CS2) in the young person's unit). The 
opportunity to examine processes of 'routine' labelling and potential health 
selection in this yeargroup was therefore reduced.
Because of this, the major focus in the present research particularly relates to 
4th year leavers, where overall, information was complete. Given careers 
staffs' pre-selection role, it is also plausible that compared to those going on 
to further and higher education, more attention is given to references about 
young people's physical fitness, general health condition and 
negative/positive attributes if entering employment or YT, particularly in the 
disadvantaged area.
Once observational interviews of the VGI in schools and abstraction of 
quantitative data in the Careers Office was completed, the next stage in the 
research design required a consideration of careers staffs' views on a range of 
issues within the Careers Service.
SEMI-STRUCTURED INTERVIEWS WITH CAREERS STAFF
Taped recorded semi-structured interviews with careers staff began with 
general background information, for example; level of employment in the 
Careers Service, qualifications, age and biography (see Appendix 2.15 for a 
copy of the Interview Schedule used during interviews). Topics then 
incorporated descriptions of careers staffs' working role, and whether wider 
economic and political changes affected decision making and working 
practices within the Careers Service. Careers officers' views of their 
relationship with other gatekeepers, including guidance staff in schools, and 
types of health problems and other attributes regarded as most important 
during selection processes were also considered. Other questions related to 
the training careers officers' received and examined the Careers Service's pre­
selection service to employers and managing agents and perceptions of 
various proactive and reactive decision making . (For a more detailed outline
- i u - _____________________ _
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of the topics covered with careers staff during the interviews see the 
methodological appendix (Appendix 2.19h).
Using a semi-structured conversational style approach, a total of 14 careers 
staff from the two localities were interviewed. These consisted of area, senior 
and mainstream careers officers, as well as two special needs careers officers 
and four employment assistants. Among the employment assistants, three 
were female, one (Area 2) was male. The careers officers were divided 
equally between males and females. In addition, brief interviews were 
carried out with clerical workers within the Careers Service. This was useful 
in order to specify exactly what their role was within the careers office 
(although the interview schedule was not used as the majority of questions 
did not directly apply); clerical staff had detailed working experience of the 
Careers Service which provided useful background information concerning a 
range of issues.
The final section briefly summarises how analysis of qualitative and 
quantitative data was developed.
ANALYSIS OF QUALITATIVE AND QUANTITATIVE DATA 
Qualitative Analysis
The researcher's background knowledge of the types of health and other 
attributes recorded in young people's units meant specific issues could be 
checked with careers staff during interviews. For example, when 
interviewed, careers staff sometimes stressed that appearance or speech was 
not that important to employment placement. However, analysis of unit data 
revealed a wide range of negative and positive attributes relating to young 
people's appearance, personality, behaviour and speech etc, being recorded
11 The main duties of clerical workers and employment assistants are outlined in Appendix 2.3.
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in the Aide Mémoire, which might have important implications for selection 
processes. The researcher was therefore able to point out to careers staff 
types of negative attributes in young people's units, which in turn led some 
careers officers to reveal there was certain information they would not 
record on the Aide Mémoire (for example, subjective attributes about their 
client's appearance or personality), as this might limit training and 
employment opportunity. Such practices were obviously not evident from 
analysis of unit data alone. By censoring negative attributes from young 
people's units (or by passing this information on verbally) potential processes 
of (negative) selection might be negated or reduced.
Subsequently, a greater awareness of different strategies careers staff might 
employ to re/de-label certain types of information from Careers Service units 
developed. This knowledge could be incorporated into further interviews 
with careers staff to gain different perspectives concerning various moral and 
technical issues which affect information management within the Careers 
Service. Vital to this debate was the way wider opportunity structures 
impacted on careers staffs' proactive and reactive decision making, 
particularly within the contrasting localities.
De-labelling strategies also raised the issue of assessing the completeness of 
data in Careers Service units. The extent to which proactive de-labelling by 
some careers officers significantly affects the recording of information is 
unknown. However, as will be shown (chapter 5, Tables 1 and 2), careers 
officers do record a great amount of information in young people's units. 
Although they are aware that potentially stigmatising information is 
recorded, and emphasised that caution should always be exercised when 
interpreting certain information from the Aide Mémoire (and other sources, 
most notably the School Careers Service Report), careers officers pointed out 
that recording a range of (negative and positive) information about their 
client was part of the routine administrative process within the Careers 
Service, and in line with post-graduate training, which promotes the 
documentation of detailed notes in the unit.
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As will be developed further, information is necessary so that careers officers 
can make informed decisions when negotiating career recommendations for 
their client. It is, however, particularly relevant in helping employment 
assistants fulfil their pre-selection service to employers and managing agents 
who specify to careers staff the 'type' of young people they are looking for.
It was also crucial to focus on the potential variability of the respondents' 
discourse and to examine how this was socially generated. Once the taped 
interviews had been transcribed, the organising constructs consisted of broad 
themes and sub-themes related to the main research questions. These 
incorporated topics discussed by careers staff during interviews, and from a 
participant observational phase of careers officers VGI's in school. For 
example, from a broad theme such as 'External Constraints Affecting the 
Careers Service’, all material relevant to this category was ordered within this 
sub-heading and individual careers staffs' responses identified by a code 
number. At this stage, material was also sorted by area and employment 
status within the Careers Service.
Characteristics such as employment status and length of time spent in the 
Careers Service were important considerations during qualitative analysis. 
Hammersley (1979:20) stressed how the 'target role-identity must be clearly 
specified and data analysed for the degree to which it represents that 
identity'. For example, careers officers' decision making when completing 
the Aide Mémoire contrasted according to past and present employment 
status. Information was also collected about employment assistants' pre­
selection role, and how careers officers perceived and 'exercised their 
professional judgement', the latter varying according to length of time spent 
within the Careers Service.
Simple numerical checks of careers officers' and employment assistants' 
responses to a range of relevant issues were made, which enabled
12 The methodology appendix (Appendix 2.19c) outlines information relating to observational fieldwork of careers 
officer's VGI's in school.
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triangulation with quantitative data. An example was, 'What are your 
perceptions of the receipt of Y9 and YIO forms from the School Medical 
Service?'. As the majority of careers staff complained that they did not 
receive adequate health information from this source, and analysis of unit 
data showed similar findings, careers staffs' response was given greater 
validity.
Quantitative Analysis
A further aim was to investigate by quantitative analysis whether young 
people's transitional outcomes were associated with health and other 
attributes recorded in the units. From the total 1099 catalogue frames which 
incorporated information from each young person's unit, a very detailed 
coding list was developed (Appendix 2.16b). Information from these frames 
was then coded and subsequently transferred on to coding records 
(Appendix 2.17), and finally analysed using SPSSx. Owing to the large 
amount of information recorded in the units, these were subsequently 
recoded and grouped into more general variables for analysis.
In order to test the hypothesis that the severity of health problems was 
related to outcome, new variables were created for major and minor health 
problems. The criteria used to define major health problems were based on 
ICD serious health codes, together with guide-lines on the YIO form issued 
by the School Medical Service; those for minor health problems were based 
on guide-lines from the Y9 form.
Included within the minor health problem variable were conditions related 
to poor eyesight, such as colour blindness, short/long sighted, lazy eye etc 
(see codes 053-062 on coding list. Appendix 2.16b). Also included were 
headaches, period problems, minor chest complaints, nose bleeds, colds, 
m outh/throat problems, weight problems, minor infections and allergies 
such as hay fever, eczema and acne (see codes 066-072 on coding list). In
#1
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respect of major health problems, conditions such as heart trouble, joint 
problems, diabetes, epilepsy, spinal problems, club feet, Crohn's disease, 
hepatitis, haemophilia, grumbling appendix, kidney removed, meningitis, 
bronchitis, asthma and psoriasis were included (see codes 073-082 and 091- 
124 on coding list). Young people's attributes were also included on the 
coding list and categorised into various groups. For example, all specific 
references to appearance, physique, speech, behaviour, and academic 
potential etc, were coded into more general groups to reflect negative and 
positive types.
From information relating to young people's destinations in Careers Service 
units, variables were created to reflect five main groups (higher education, 
further education, employment, YT, and unemployed). Within the Careers 
Service, the type of youth training available for young people is broken down 
into broad 'Occupational Training Families' (OTF's), which include; 
Sales/Distribution; Engineering; Construction; Garage; Outdoor/Practical; 
Warehousing; Retail; Manufacturing; Hairdressing; Artistic; Catering; 
Social/Caring and Clerical work. Unfortunately, it was not possible to do 
statistical analysis on the content of youth training schemes as numbers were 
too small. However, following criteria outlined by careers staff (Appendix 
2.18), it was possible to sub-divide YT into 'premium' (support and negative) 
and 'basic' (mainstream) schemes. Support YT schemes included: 
Springboard, Link, Community Industry, Midscott, LAGTA, Strathclyde 
Training Agency (STA) and J.C.S. Negative YT schemes included the 
Training Workshops and Community Project Agencies (CPA's). Analysis 
also included those endorsed within youth training.
Specific information from young people's units not amenable to quantitative 
analysis (in terms of possible relationship to destination) included attributes 
such as physique and height (frequencies for these variables are, however, 
shown in chapter five). Their relevance for Careers Service selection 
purposes resides in their relationship to certain occupational settings, (for 
example, heavy labouring work or entry to police force etc), and while 
potentially very interesting, low numbers would not permit an analysis with
6 4
respect to specific types of employment. Elsewhere, research has shown how 
taller adolescents were rated as being more attractive than their shorter 
counterparts (Macintyre and West 1991) and suggested selection processes 
might result from the attribution of attractiveness based on height. Here, 
though, the focus is on attributes perceived by careers officers as directly 
relevant to selection.
Examples of documentary sources from Careers Service units, specifically 
from the Aide Mémoire (CS2), will be used to complement macro- 
sociological analysis (ch.5-6). The Aide Mémoire is not only an excellent 
example of how aspects of 'routine' labelling occur as part of Careers Service 
information management; it also allows an analysis of the way health and 
negative/positive attributes, including references to young people's 
appearance, personality, physique, height, and speech etc., impact on careers 
staffs' placement decision making on an individualistic, micro-sociological 
level. In this way, a synthesis of macro-micro theoretical perspectives is 
achieved.
EMAS reports and Y9 and YIO forms were also not included in quantitative 
analysis as numbers were too low to include (and confirm careers staffs' 
views regarding the scarcity of these data). The quantitative analysis of data 
contained in Careers Office units was therefore limited to simple frequencies 
and (two and three-way) cross-tabulations principally involving the variables 
labour market (Area 1 and Area 2), year of school-leaving (4th, 5th, 6th year 
leavers), health and other attributes, and labour market destinations. The 
significance of associations has been tested by the chi-squared statistic using 
the 5% level as the cut-off point. Since comparisons refer to all school-leavers 
in 1990, the use of statistical tests to establish the probability that such 
associations are true in populations in Area 1 and 2 is not a formal 
requirement. However, considering the cohorts of school-leavers as samples 
of broader populations, the results of statistical testing are interpretable in 
terms of the generalisability of findings to other settings of which Areas 1 
and 2 (in 1990) are representative. Hence, the quantitative findings may be 
generalisable, but the qualitative findings suggest they may be produced by
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specific contextual features. Although preliminary interviews were 
conducted with a range of gatekeepers, the focus is on an intensive study of 
the Careers Service within one specific Region (Strathclyde), hence a 
distinctive 'Careers Service' perspective is advanced.
A complex of issues affects young people's transitions. Before quantitative 
and qualitative findings are described and analysed, it is essential to examine 
what transitional literature reveals about those factors which affect 
transitions, including being unemployed. For example, research has 
identified certain characteristics associated with young people successfully 
gaining employment (Raffe 1988). In chapter 3, a vital issue relates to the 
extent to which wider opportunity structures impact on young people's 
routes into the labour market, particularly entry into basic and premium 
youth training schemes.
The screening and stratification of YTS is also vital to the pre-selection role of 
the Careers Service, particularly in respect of disadvantaged youth and those 
with special educational needs. In chapter four, attention turns to an 
examination of the way careers guidance has altered as a result of the new 
initiatives introduced with the changeover from YTS to YT. 'New Right' 
policies have led to selection processes becoming even more rigorous and 
subsequently the 'client-centred' role of the Careers Service has come under 
threat. This leads to the question whether careers staff pay more attention to 
young people's health and other attributes in the disadvantaged area (Area 
2). In chapters five and six, analysis of quantitative and qualitative data will, 
however, show that despite numerous constraints, the Careers Service has a 
differential effect on placement of clients with and without health problems 
into available vacancies.
li-_______________________________
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CHAPTER 3
YOUnG PEOPLE'S TRAnSITIOnS FROM MAInSTREAM SCHOOLS 
InTRODUCTIOn
The main objective of chapter three is to examine in more detail the wider 
issues relating to young people's transitions from mainstream schools. Of 
particular interest is what research has shown regarding, on the one hand, 
the impact of opportunity structures on young people's routes into the labour 
market and the likelihood of becoming unemployed, and on the other, the 
extent to which the characteristics of young people also play a part in this 
process.
In respect of young people's characteristics, the introduction of youth 
training schemes is identified as crucial to the selection and occupational 
allocation of youth. Of vital importance to the present research is the fact 
that YOP and later YTS were used by employers as a means of screening 
young people for employment, and that non-educational criteria (including 
appearance, personality, speech, and social background etc) played an 
increasingly important role during selection processes. Such issues have 
crucial implications for young people's achieved social class position, health 
potential and future life chances, particularly in respect of entry into various 
types of 'premium' and 'basic' youth training schemes in contrasting labour 
market areas.
To begin with, a brief outline of the historical changes which have taken 
place regarding young people’s transitions from school is given. The 
transitions of school leavers in the 1960's and 1970's were viewed as being a 
relatively smooth process (Ashton and Field 1976) in comparison to today's 
more 'protracted' transitions (Roberts et al 1986), Literature on labour market 
segmentation has shown how changes in the broader labour market have 
progressively limited opportunities for young people, especially in areas of 
high unemployment, with consequences for selection procedures.
V
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Historical Background to Young People's Transitions
An examination of young people's transitions from mainstream schools 
should briefly acknowledge historical context, as generalisations from the 
experience of post-war to today's youth could be misinterpreted. For 
example, early research into job attitude and choice among secondary 
modem school leavers (Jahoda 1952), outlined how parental influence 
proved decisive in a majority of cases, whereas institutional influences 
operated when job attitudes had already been hardened. In the 1950's and 
1960's, the main problems were not so much the movement from one job to 
another, but rather concerned the quality of available jobs in an era of full 
employment. Many young people moved into and between successive 
occupations, a factor which related more to unstable jobs than unstable 
workers (see Raffe 1983a:21).
Over a decade later, Ashton and Field (1976) pointed out how young people's 
experiences at home and in school prepared them for their future role within 
the workplace. Subdivisions within the middle and working classes 
operated so that upwardly aspiring youth headed for short-term non-manual 
or skilled manual careers via apprenticeships or clerical training, whereas the 
'rough' youth headed towards unskilled labouring jobs. As indicated in the 
Youthaid Report (1979:5), such studies regarded young people's transitions 
as a relatively straightforward process:
'...it is the cultural pattern of socialisation, in particular parental and peer group influence which determines the structure of occupational aspirations, and it is the economic structure of the labour market which determines the structure of opportunities'.
The significance of young people's early transitions as a process central to the 
reproduction of class based inequalities was therefore identified, and further 
examined, against the context of the 'new transition' taking place in the 1980's 
and 1990's (Furlong 1992).
I
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'new Transitions' of the 1980's and 1990's
At present, school-leavers' trajectories and outcomes have become more 
complex and protracted, with the transition from school to youth training 
schemes, or to employment, often interspersed with periods of 
unemployment. Consequently, there has been a shift towards transitional 
research studies examining the problems that school leavers experience when 
entering a collapsing youth labour market (see Ashton and Maguire 1983; 
Ryrie 1983; Roberts et al 1986; Furlong and Raffe 1989; Bynner 1991; Furlong 
1992).
Bynner's (1991:193) analysis of four British labour markets concluded that 
'the picture of British occupational transitions is one of opportunity 
structures that are strongly dependent on where you live’. Further research 
therefore examined the spatial aspects of unemployment (Ashton et al 1988), 
as well as potential characteristics associated with success in finding 
employment (Gamer et al 1987;1988; Raffe 1988). Hence, in view of the way 
the work situation facing young people has worsened in recent years, this 
chapter will attempt to assess what factors influence young people's present 
position in the labour market.
The increased empirical enquiry into the youth labour market, together with 
developments in segmentation theory, have made it possible to examine with 
whom young people compete for jobs, and the type of jobs school leavers 
enter. Such analysis furthers our understanding of the dynamics of 
stratification, and in tum, inequality.
OPPORTUNITY STRUCTURES 
Segmentation of the Youth Labour Market
The labour market is composed of a multiplicity of sub-markets demarcated 
by various criteria, but linked by occupational mobility. Moreover, labour is 
perhaps the most heterogeneous of all commodities, displaying qualitative
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differences within as well as between the major groups. That labour markets 
are imperfect is prima facie a statement of the obvious (Goodman 1970:180).
For most young people, the experience of work is contained within one of 
three broad clusters of occupations (characterised by differences in earning 
levels, prospects, promotional chances, skill requirements and security). 
These types of occupations have been described by Ashton and Field (1976) 
as 'careerless', 'short-term careers' and extended careers'. Others (Doeringer 
and Fiore 1971), made the distinction between the primary and secondary 
sectors in the labour market. Briefly, the primary sector consists of high 
technology firms and mass producers of consumer goods and services. Entry 
into this sector is usually at an early career stage where skills are generally 
acquired on the job. An internal labour market is evident and good working 
conditions and job security are inherent features. By contrast, the secondary 
labour market consists of small industrial units such as the construction and 
retail sectors of the economy, where few skills are required and wages are 
relatively low. There is also an absence of career structures and entry into 
this sector can be made at any time.
This dichotomy in the organisation of jobs is reflected in a basic duality in the 
labour force. The primary labour market generally employs 'prime-age' 
white males who are educationally qualified, disciplined and loyal workers 
(Ashton et al 1982), though Raffe (1984) has highlighted how young people 
do enter the primary sector. By contrast, the secondary labour market has 
significant numbers of ethnic minorities, women and young people. Ashton 
et al (1982), however, rightly pointed out that the two-sector model is 
inadequate to explain the complexity of segments within the labour market 
or how young people face restricted entry. A similar criticism has also been 
made in respect of Thurow's (1975) model of 'job opportunity', which 
suggested skills and productivity exist only in relation to jobs, and that 
workers are ranked in a labour queue according to their trainability, as 
denoted by qualifications, age and experience.
,
70
In their later research, Ashton et al (1987) identified a labour market 
comprising eight main segments, each having its own entry criteria which 
influence the allocation of young people and their subsequent career 
movement. Differentiation between the youth labour market and adult 
labour market is the outcome of three types of competition. At the point of 
entry to jobs, young people may be:
1. Excluded from competing with adults in a large part of the labour market.
2. Sheltered from competition by the imposition of age barriers, e.g. apprentices.
3. Allowed to compete directly with adults in a limited part of the labour market.
Besides this differentiation brought about by age discrimination (see also 
Furlong 1990a), the labour market is further segmented by sex and skill level. 
As a result, each segment of the youth labour market has its own distinctive 
pattern of entry. The four major labour market segments of professional and 
managerial jobs, clerical occupations, skilled manual work, and semi-skilled 
and unskilled manual and sales jobs, are further divided by sex to create 
eight labour market segments, which constrain young people's opportunities 
in the labour market.
When recruiting young people within the various labour market segments, 
Ashton et al (1987:169) also highlighted how employers used educational 
qualifications in different ways. For example, in unskilled manual, semi­
skilled manual, and sales jobs, qualifications were considered irrelevant, 
whereas for those entering skilled work, they were seen as a useful device in 
indicating pupils had 'some academic potential' (though whether this was 
actually realised in exam results was not important). By contrast, for jobs in 
the professional, technical and managerial sectors, qualifications were 
crucial. Employers were therefore consciously using different criteria to 
determine entry to each of the segments, a situation which varied in areas 
with high and low levels of unemployment.
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The Rise in Youth Unemployment
Since the early 1970's, youth unemployment has risen to much higher levels 
than general unemployment. In 1974, 61% of Britain's 16 year olds were 
employed; ten years later in 1984, the figure had fallen to 18% (Ashton and 
Maguire 1983). In Scotland, the most striking change was the decline in the 
percentage of young people entering full time employment; evidence from 
the Scottish School Leavers Study showed that in 1977 more than seven in ten 
minimum-age school leavers were in full-time employment compared to 
three in ten in 1987 (Furlong 1992:38). The following observations were 
made by Roberts (1984:64) in his assessment of youth unemployment:
'When youth unemployment begins to rise, school leavers' situations 'tighten'. Young people with good qualifications cease to receive several job offers, and have to accept sole (job) offers some time after leaving school. They may find it necessary to take stop gaps or settle for second best jobs. Meanwhile, at the bottom of the educations procession, young people with poor or zero qualifications, who would have obtained unskilled jobs in times of full employment, face sub-employed early careers'.
This effect was further aggravated by the tendency of employers to reduce 
investment in training. For example, in the 1960's 40% of males leaving 
school at 16 or earlier entered apprenticeships; by 1980, this proportion had 
been halved (Roberts 1984). There is also a wide range of jobs which young 
people are capable of filling but in certain cases employers tend to prefer 
adults (Ashton et al 1990). This includes the cost disadvantages of 
employing young people full-time; the non-wage costs of part-time labour 
are lower compared to hiring young people in full-time jobs. In addition, the 
increasingly technological nature of industry may also reduce the demand 
for unskilled youth who may be seen as substitutes for rather than as 
complements to capital equipment (Hart 1988).
Different views have, however, emerged to explain youth unemployment. 
The 'structural thesis' argues that youth unemployment is a product of the 
structure of the economy. A fundamental change affecting the youth labour 1i
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market was the continuing loss of full-time jobs in manufacturing and 
retailing and the growth of part-time jobs in other parts of the service sector. 
In the lower segments, underlying occupation changes were reducing 
opportunities available to young people. Many sectors of manufacturing 
industries such as textiles, footwear and clothing, were badly hit by the 
recession. Their decline resulted in the loss of main sources of employment 
for unqualified school leavers, hence the talk of a 'vanishing youth labour 
market' (Ashton and Maguire 1983).
A second explanation is that young people are failing to move into sectors 
where employment is stable or expanding because they lack the necessary 
vocational preparation. This has led to claims that the bottom, but not the 
top, has fallen out of the youth labour market (Roberts et al 1988; Shelly 
1988).
On the other hand, the 'labour queue’ hypothesis (see Raffe 1986) asserts that 
although youth unemployment has risen well above adult levels, the ratio 
between the two has remained constant. It is the impact of the recession and 
subsequent aggregate fall in the demand for labour that has been viewed as 
the most significant factor affecting youth unemployment.
However, researchers who examined school leavers' post-school destinations 
were in no doubt that changes in the youth labour market had affected 
young people in various ways. Those with qualifications had different post­
school experiences from non-academic youth, and compared to working 
class youth, young people from middle class backgrounds still entered the 
best jobs. Thus, although at present there is a greater variety of pathways 
available to young people leaving school, social class continues to affect 
educational outcomes and qualifications, which still have a powerful effect 
on labour market experience (see Furlong 1992),
Others have shown that those young people who are disadvantaged either 
academically, physically or mentally, or who have difficult home 
backgrounds are more susceptible to unemployment (Casson 1983). Young
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people with disabilities are also likely to be long term unemployed^, 
particularly during an economic recession. Jones (1985) drew attention to the 
possibility that school leaver unemployment was accompanied by an 
employers' rationale that the unqualified, particularly those young people 
with discipline problems, were viewed as the least deserving’ of 
employment.
While young people's chances of unemployment were strongly affected by 
overall levels of unemployment within the local labour market, researchers 
have been able to make fairly reliable predictions about which types of 
young people are potentially most vulnerable to unemployment on the basis 
of educational achievements, personal and family characteristics, and prior 
labour market experience.
PERSONAL CHARACTERISTICS ASSOCIATED WITH SUCCESSFUL TRANSITION
The following characteristics were identified by the Scottish School Leavers 
Survey (see Raffe 1988; Furlong and Raffe 1989; Furlong 1992) as being 
consistently associated with young people successfully finding employment: 
level of qualifications, particularly 'O'grades (or standard grades) gained at 
the end of compulsory schooling, the curriculum or subjects studied, and 
age. For example, in 1987 three in ten young people with no O' grades were 
unemployed compared to those with O' grades. Other things being equal, 
boys who left school at 16 had a higher probability of employment several 
months later than those leaving at 17 or 18. School leavers’ family 
background was also identified with occupational success, an independent 
effect of parental education or of fathers' social class being found. Those 
young people whose fathers were unemployed were more likely to be 
unemployed themselves (see also Garner et al 1987;1988). The survey found
1 Department of Employment (1990c:15) 'Employment and Training for People with Disabilities'. Consultative 
Document.
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that among the 16% of the cohort unemployed in 1987, over one in four had a 
father who was unemployed or unable to work. Of those unemployed in 
1986, 63% had previously been in low skilled occupations (Furlong 1992:85- 
86), Those young people who had previously experienced unemployment 
were also more vulnerable to unemployment. Finally, area was of 
significance; local youth employment levels depend primarily on the 
opportunity structures in the local all-age labour market (see Main and Raffe 
1983; Raffe 1988).
The study concluded that while those young people with the appropriate 
combination of personal characteristics have the best chance of employment, 
an additional effect was attributable to the local labour market. This in tum  
focuses attention on the impact of opportunity structures within different 
local labour market contexts and their effect on young people's transitions 
from mainstream schools.
THE GEOGRAPHICAL DEBATE: OPPORTUNITY STRUCTURES OR PERSONAL CHARACTERISTICS?
Just as youth and adult unemployment rates are correlated over time, so they 
are correlated across space, particularly in the inner cities. Ashton et al 
(1988) pointed out how differences within local labour markets were of 
fundamental importance in affecting not just the chances of an individual 
obtaining work, but also the type of job available, the chances of moving 
between jobs and the length of time spent unemployed.
The importance of the spatial level of unemployment as a determinant of the 
employment prospects of young people has been the focus of a number of 
research studies in the 1980's and 1990's (of which Ashton, Maguire and 
Garland 1982; Ashton and Maguire 1986; Roberts, Dench and Richardson 
1986; Ashton et al 1988; Garner et al 1987;1988, are representative). Such 
studies have been concerned with aspects of youth unemployment, 
particularly among disadvantaged youth who tend to experience more 
difficulty in finding work.
 : ^
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For example, Ashton, Maguire and Garland's (1982) study showed how a 
quarter of young people in Sunderland became unemployed, with only 23% 
remaining in school after 16 years; this contrasted with 60% staying on in 
school in St Albans. Moreover, young people in Sunderland had less than 
half the chance of entering professional and managerial occupations 
compared to those in St Albans.
Ashton and Maguire (1986) later extended this analysis and showed that in 
Sunderland, even young adults with 'A' levels had problems in finding work. 
However, the possession of 'A' levels in Leicester, St Albans and Stafford 
meant young adults had a good chance of employment. Findings also 
revealed how labour markets were segmented with institutional barriers. 
Young adults were excluded from the labour market because they did not 
have the necessary training, or many of the jobs on offer specified older 
workers. The importance of location rather than social class was highlighted 
as a factor in the types of employment taken. Hence, in St Albans, young 
adults from the lower working classes had a greater chance of entering 
white-collar work, than those from middle-class families in Sunderland. The 
opportunity for young people to improve their life chances in areas like 
Sunderland were much reduced:
'Relationships which tend to be taken for granted, such as that between educational achievement and occupational placement, collapse. Full-time paid employment is the exception rather than the norm. There is no point in pursuing educational qualifications or training because it is unlikely to pay off. In many families two generations have learnt to adapt to a world in which paid employment has little or no part to play in their lives' (Ashton et al 1988:64).
As job prospects were low, there was also less incentive to undertake training 
in Sunderland; most young people began their job search whilst still at school 
or college, and were dependent on their careers’ advisers for information 
about the labour market. These findings confirm other studies which show 
how young people from working class backgrounds and non-academic
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youth generally have more contact with the Careers Service than those from 
middle class backgrounds (Ryrie 1983; DE 1992a).
The changing structure of youth labour markets (in the way that economic 
and technical developments were altering the types and number of jobs 
available and how different numbers of young people were affected) were 
examined in Chelmsford, Liverpool and Walsall by Roberts, Dench and 
Richardson (1986). Similar to Ashton and Maguire's (1986) findings, the 
market value of educational qualifications in assisting young people into 
craft apprenticeships, sales and office jobs, varied according to the 
diversification of business and level of unemployment in each area. Jobs in 
Liverpool which required candidates with 'O' levels, were filled in 
Chelmsford by young people with lower CSE levels. Other research (Payne 
1985) has shown how greater division exists between employed and 
unemployed youth in the Midlands and the North, and suggested the latter 
are emerging as a distinct 'underclass'. In the more prosperous South, social 
class divisions were less apparent.
One of the most important contributions of the spatial analysis of 
unemployment has been the opportunity it has afforded to assess the role of 
personal versus area characteristics (see Evans and Richardson 1981; 
McGregor 1980; and Mair and Wood 1981, cited in Gamer et al 1988:133). In 
Garner et al's (1987;1988) research, the variation of unemployment rates 
within four Scottish cities (intra-urban unemployment) was examined, and a 
crucial question related to whether areas of very high unemployment 
reflected the types of individuals resident in that area, or whether area 
characteristics also played a role. The policy implications of assessing 
personal versus area characteristics were considered by the authors:
...if personal characteristics are found to dominate the chances of a given individual being unemployed then some support can be claimed for the notion of the urban labour market being one competitive market. In this case, any areas of particularly high unemployment merely reflect the types of individuals resident in that area. On the other hand, ir area characteristics are also found to play a role then there is a basis for policy intervention aimed at particular areas of the city' (Garner et al 1988;133).
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Findings from this research suggested that although unemployment among 
school leavers varied among the cities investigated, this variation was 
attributable to the characteristics of the people living in these areas, rather 
than to the distinctiveness of the areas concerned. Two characteristics found 
to account for the high unemployment rate were first, the low qualifications 
of school leavers in the disadvantaged areas, and second, whether the school 
leaver's father was unemployed
Among the policy suggestions outlined, one way forward included 
educational interventions to remove young people from the labour market, 
or enhance their relative employment chances by giving those from 
disadvantaged areas more qualifications or skills;
'...employment initiatives should be targeted at individuals with certain labour market characteristics, eg those with no school-leaving credentials. Policies should therefore not merely focus on the creation of jobs in certain localities, as evidence suggests that these jobs will simply go to the most employable who may or may not live in the locality and who would be more likely to have gained employment anyway' (Gamer et al 1988:143).
A second suggestion of particular relevance to the present research involved 
targeting careers guidance. If local employment initiatives were to be 
effective they must be tied to the recruitment of individuals of targeted 
characteristics:
'Another 'characteristic' shown to be important is fathers' unemployment. The employment status of a school leaver's father or other family members, is easily ascertained; it may allow careers officers to focus their efforts on those young people whom our analysis has shown to be particularly prone to unemployment even once other attributes such as qualifications are controlled for' (Garner et al:1987:115).
Of interest is an analysis of careers officers' responses to dealing with 
disadvantaged clients (ie non-academic youth who live in areas with high 
overall youth and adult unemployment levels). To what extent are careers 
staff able to respond proactively to young people like these and secure I
___
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suitable placements? Another question relates to whether information about 
young people's parents or family members' employment status is easily 
ascertained, or if careers staff are reluctant pursue this issue because of a 
concern that this might embarrass their client (young people themselves 
might also object to revealing such personal information to careers officers).
However, Gamer et al (1988) also questioned whether educational 
credentials brought to the labour market are themselves the outcome of a 
social process in which area characteristics are relevant. Hence, the effects of 
living in a disadvantaged area may impact on young people's educational 
attainment and subsequent employment opportunity. For example, further 
research by Gamer (1989), cited in Furlong (1992:122), showed how 
neighbourhood deprivation can affect educational attainment among 
otherwise (academically) comparable youth by 2-4 'O' grades.
It has been suggested that those possessing certain characteristics only 
become vulnerable to unemployment under specific economic circumstances; 
unemployment is therefore caused by a lack of demand for labour, rather 
than inadequacies in the labour force (see Furlong 1992:87). As the preceding 
discussion has shown, the pattern of differences between labour market areas 
is complex. As yet, however, no firm conclusions have been reached on the 
extent to which it is opportunity structures or young people's characteristics 
which play a more dominant role during young people's transitions:
'Areas with high rates of unemployment, for example, may have a predominance of declining industries and of people with certain social characteristics. As yet we cannot say which of these characteristics has the greatest effect' (Furlong 1992:135).
In examining qualifications and labour market outcome among sixteen year 
old school leavers, Jones (1985) has pointed out that the mechanisms which 
link school qualifications to jobs are also not fully apparent. There is some 
debate about whether they directly measure relevant job skills, or are used by 
employers as proxies for other personal characteristics which are more
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difficult to quantify, or if their primary effect is via young people’s job 
seeking behaviour rather than employers' selection procedures.
Research which investigates macro-micro-sociologial processes during young 
people's transitions from mainstream school is therefore crucial. The present 
study will examine in more detail how opportunity structures within Areas 1 
and 2 impact on Careers Service selection processes. Moreover, given that 
research evidence has shown how non-academic youth are more vulnerable 
to unemployment, further analysis will consider whether more attention is 
given to health and other attributes in the less advantaged labour market and 
if this differentially affects placement outcome.
Without question, youth unemployment has been a major catalyst of changes 
affecting young people's transitions from school. A second trend which 
accompanied unemployment was the growth of youth training schemes. Of 
vital importance to the present research is the fact that successive YTS 
schemes have been used by employers as a direct means of screening 
potential recruits, and specifically, that non-educational criteria (Raffe 1983b), 
including appearance, personality, speech, and social background etc, have 
played an increasingly significant role in the selection and occupational 
allocation of youth. This section will outline how youth training schemes are 
internally segmented, especially in terms of the types of training opportunity 
on offer to young people.
THE EFFECT ON SELECTION OF YOUTH TRAINING SCHEMES
The first Government initiatives involving the Introduction of youth training 
schemes were established as temporary measures to address, it was hoped, a 
short-lived youth unemployment problem. According to the MSG (1978:1), 
many of the young unemployed lacked 'some of the basic skills which most 
of us take for granted'. Youth unemployment was explained in terms of 
personal inadequacy and skill deficiency and the shortcomings of young 
people were emphasised. Improved preparation at school and better skill
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levels were therefore viewed as potential solutions to this problem (see Raffe 
1983b).
The Youth Opportunities Programme (YOP)
In 1978, The Youth Opportunities Programme (YOP) was introduced. It 
aimed to increase options for the individual unemployed young person by 
'enabling the individual to do more things, achieve a higher level of skills, 
knowledge and performance and adapt more readily to changing 
circumstances or job requirements' (MSC 1977:34). YOP and later YTS 
recruited mostly non-academic youth. For example, 53% of the Scottish 
School Leavers Survey cohort on youth training schemes had no O' grades 
(Furlong and Raffe 1989); though more on YTS had O' grades compared to 
those on YOP. A second, rather different objective of the programme was to 
attack the consequences of youth unemployment - as distinct from its causes. 
It was thought that unemployment would have a harmful effect on the 
confidence and motivation of young people and that they would find 
themselves in a vicious circle of 'no job - no experience - no job' (Raffe 1983b).
Although YOP did help some young people find work - over 80% gained 
employment within 8 months of entering the programme (O'Conner 1981) - 
the main obstacle to success was the level of unemployment prevailing in an 
area, rather than trainees or training itself. This led to deep mistrust of the 
scheme, with firms exploiting work experience instead of hiring wage 
earners. When it was introduced in 1978, it was envisaged that YOP would 
need to cater for 234,000 young people per year . By 1982, the programme 
was handling over 555,000 trainees (O'Conner 1981). Youthaid (1981) 
warned that unless its quality improved the scheme would disintegrate as it 
lost credibility.
s'tOverall, the net effect of YOP may have been to reduce the number of 
permanent jobs available due to the substitution of some YOP places for 
regular jobs. The exact extent to which YOP substituted for or displaced 
proper jobs is uncertain. The Public Accounts Select Committee (HMSO
ÏI■s
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1983:29; cited in Finn 1987:144) estimated that as a result of 'deadweight, 
substitution and displacement', between '40,000 and 70,000 jobs enjoying 
normal pay and conditions may have been lost'.
Even when new jobs were created as a direct result of YOP, this was not 
necessarily a consequence of the success of the scheme in enhancing skills. 
Employers were criticised for hiring new applicants after young people had 
completed their training scheme; by 1981, the employment rate of YOP 
'trainees' fell to only one in three (Furlong and Raffe 1989).
More importantly, YOP modified procedures for selecting young people for 
employment (Raffe 1983b). This occurred because YOP provided a regular 
stage in the transition from school to work. By increasing information 
available to future employers on potential recruits, YOP acted as a filter 
influencing selection criteria.
Furthermore, due to its concern to maintain rates of subsequent employment 
among former YOP trainees, YOP was used as a pseudo-qualification for 
employment; a practice encouraged by the MSC at that time. Further 
selection occurred between different Work Experience Programmes, Training 
Workshop and Community schemes, with young people being selected to 
the level of work considered most suitable to them.
The most important impact YOP had on selection procedures was the 
practice of many employers using YOP as a direct means of screening 
potential recruits. At the end of six months' work experience, employers 
could recruit to permanent employment only those young people whom they 
regarded as most suitable. Alternative means for entering employment, 
already restricted by the recession, were further diminished. Young people 
themselves identified an 'informal hierarchy' of YOP schemes which were 
more likely to lead to routes into full-time jobs (Roberts 1984). As the then 
MSC needed to maintain high rates of post-scheme employment, it was in its 
interests that remaining jobs should be rationed in favour of those young 
people who entered YOP.
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Such practices were to place the needs of the labour market above the needs 
of young people themselves - factors which were to be preserved and 
enhanced under the Youth Training Scheme (YTS). Employers who had used 
YOP as part of their recruitment policy were more likely to become YTS 
sponsors and use YTS as a means of screening young people on completion 
of their training.
The Youth Training Scheme (YTS)
'...despite the YTS goal of equal opportunities, m ann ing  agents and employers kept the right to select trainees... As a result, YTS incorporated the screenmg devices, which employers have a lw ^ s  used to discriminate by ability, gender, race or physical disadvantage. The intake of individual YTS schemes (and even placements within schemes) became socially differentiated, varying from skill to skill. The most favoured schemes couldÇick and choose from the best-qualified and most 'respectable' school leavers, he worst qualified and most disadvantaged trainees finished up with the most dubious schemes and employers' (Lee et al 1990:188).
The introduction of YTS was an attempt to move away from the temporary 
counter-cyclical job-creation activities that had characterised YOP to a more 
constructive long-run manpower policy that provided both on-the-job and 
off-the-job training (Main and Shelly 1988). The Youth Training Scheme 
(YTS) was regarded as a permanent bridge from school to work. Since 1983 it 
has been continuously developing and was upgraded into a two year scheme 
in 1986. :Constraints to the scheme's success were that negative attitudes still 
remained concerning YOP (see Raffe 1989) and doubts were raised about the 
political motives behind YTS. A further restriction existed in the 
employment opportunities it provided (or denied) to YTS trainees. Within 
Scotland, geographical variations in such opportunities were considerable; 
only 15% of young people in Strathclyde were in full time jobs during Spring
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1986 and had not been on YTS - the proportion for the rest of Scotland was 
33%. (Raffe and Courtenay 1988).
As with YOP, the advantage YTS had on the recruitment and training 
practices of employers was that employers could screen young people before 
offering them permanent employment (a function which also reduced 
employers' labour costs). If full-time vacancies arose within a firm, trainees 
could be used as a 'pool' from which the most 'suitable' recruits were drawn 
(Roberts, Dench and Richardson 1986).
Employer participation rates on YTS also increased in areas of higher 
unemployment and varied within industrial sectors. For example, within the 
five survey areas of Sako and Dore's (1986:196) research, the proportion of 
employers participating in YTS was highest in the Motherwell area (37%), 
compared to only 14% in Newham. In respect of YTS participation by 
employers offering manual work, higher than average rates were also 
evident in the former area (48%).
A hierarchy of youth training schemes where placements could be classified 
according to their potential job outcome were identified by Raffe (1987:17- 
19). A 'sponsorship' sector (which mostly consisted of the esteemed 
employer-led schemes) offered trainees a good chance of employment from 
their placements; trainees were therefore removed from the pressures of the 
external labour market. A 'credentialling' sector classified those schemes 
where trainees did not expect to find employment with their scheme 
employers, but could use their skills to get similar jobs elsewhere because 
their competitive position in the labour market was improved by YTS. In the 
'contest' sector, however, employers used YTS to screen potential recruits; 
trainees entered YTS with no guarantee of future employment, as this 
depended on their performance on the scheme. As Raffe (1987:18) pointed 
out 'young people enter the contest sector in the knowledge that their YTS 
experience might help them find employment but that nothing is certain'. 
Finally, a 'detached' sector (where young people were removed from the 
process of selection and recruitment within the labour market) is the most
Î
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exploitative of placements, mainly incorporating premium, mode B or 'sink' 
schemes (Roberts and Parsell 1989a). This sector is at the extreme end of 
those YTS places which incorporate the contest sector, and recruits those 
young people who are unable to enter the better schemes. YTS is therefore 
internally segmented (see Lee at al 1987) and in-market processes confirm 
and extend pre-existing differentials .
For example, research of YTS in Southwich found that scheme managers 
looked for pupils taking 'O' levels less for the content of the qualification, but 
as an 'ascriptive indicator' of their potential as a 'good trainee'. 'Social 
background’, particularly parental occupation, was viewed as another 
ascriptive feature in the selection process (Lee at al 1987:146).
Continuing this theme, Lee et al's (1990) research attempted to locate the 
causes of inequality within schemes and in doing so, identified how YTS 
operated as a 'surrogate'^ labour market. Evidence showed recruitment 
methods in YTS varied according to pre-market factors and the most 
disadvantaged trainees were matched to the least sympathetic and most 
exploitative small employers. This often resulted in a 'virtuous circle' (Lee et 
al 1990:75), with an over-abundance of applicants for the employer-led 
schemes which were very selective. Academic qualifications were used as a 
gauge not only of ability, but of non-academic attributes as well.
In general, young people with qualifications entered the better youth training 
schemes with less discriminating recruitment and placement procedures. By 
contrast, 'premium' Mode B community based schemes 'mopped up' non- 
academic and disadvantaged youth. The stratification of 'premium' and 
'basic' youth training schemes (see Roberts 1986; Roberts & Parsell 1989a), 
and their inter-relationship with the youth labour market has received a good 
deal of research attention, of which, Finn (1987); McKie (1990); Heafey & 
McGregor (1990); Peck (1990a; 1990b) are representative. A useful
2 A 'surrogate labour market' is defined by Lee et al (1990:15), as 'a network of work placement created by 
administrative intervention to remedy deficiencies in labour demand'.
 :   ___
85
description of basic and premium youth training schemes was summarised 
by Peck (1990a:19):
Typically, basic/Mode A provision is well-integrated into the labour market, many or the trainees being screened for employment by their placement providers, while premium/M ode B provision often serves little more than a short term 'warehousing' function for those trainees who would otherwise have been unemployed'.
Roberts & Parsell (1989a:6) also described premium Mode B YT schemes as 
'sink schemes' which were mainly composed of Community Projects and 
Training Workshops, usually most prevalent in areas with relatively high 
unemployment. Their principal role in the labour market of 'warehousing' 
meant disadvantaged youth were closed off from entering mainstream youth 
training and employment:
'The provisions exist only to make good local shortfalls in employer-led training, and to accommodate young people who would be unacceptable on other schemes. They recruit scnool-Teavers who fail to gain e n t^  elsewhere, generally the least-qualified. Rather than locating their trainees in places and social networks which make their subsequent employment probable, or equipping them with skills and qualifications to compensate for their initial disadvantages, these schemes are more likely to confirm the participants' exclusion from the more reliable pathways towards regular employment'.
Earlier research by Roberts (1986:29) into premium provision in Liverpool 
aptly illustrated how some scheme managers would 'screen' applicants. 
Those perceived as failures or potential trouble-makers were negatively 
labelled and either moved to other schemes or sacked:
'Three of the ITEC'S (Information Technology Centres), plus most of the TW's (Training Workshops) and CP's (Community Programmes) with enough applicants to be selective were also weeding-out 'difficult' trainees early on in their programmes. One ITEC had a two week induction course after which the failures, usually 10% or so, were invited to leave. Another ITEC arranged for young people who were not progressing to be transferred to other schemes. Some CP's and TW's with queues of applicants could dismiss the difficult and disruptive without the schemes incurring financial penalties. (Roberts' quotes from a scheme manager) They must behave themselves. We sack quite a few for disciplinary reasons... We don't put up with disruptive trainees. The rotten apples are soon moved on'.
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As part of their YT training, young people entered work placement. Roberts 
(1986:37) again showed how premium scheme managers screened trainees 
and negatively labelled some young people as 'unplaceables'.
'By unplaceable, the managers sometimes meant unacceptable to employers on account of the trainees’ appearance, attitudes, resistance to work discipline, or lack of basic skills such as literacy and numeracy, In other instances they meant that the trainees would refuse to go, or would not settle in placements'.
Such findings, highlighted by Roberts (1986) and other studies into the 
stratification of youth training, are particularly relevant to the present 
research. The way youth training schemes have developed with different 
financial underpinning, to cater for certain types' of youth, is a logical 
extension of earlier issues relating to labelling and selection processes.
The operation of negative selection in some schemes was therefore clearly 
evident, and involved the exclusion of young people from unskilled manual 
backgrounds from the better Mode A type schemes. Lee et al's (1990:90) 
study showed how almost half the trainees on Mode B schemes were from 
disadvantaged backgrounds, and that employers drew attention to 
similarities between young people from special needs schools and the 
'bottom end' of the comprehensive system (in that many shared similar types 
of learning difficulties). Accordingly, such schemes had to absorb the 'dregs' 
but needed a hard sell by the Careers Service; the very fact that young people 
were on Mode B schemes signalled to many employers that they were 'less 
able'. Placements offered a range of unskilled work (such as catering, 
warehousing, horticulture, and retail work), usually where trainees would 
not have to meet the public, and where the opportunity of work placement 
was limited.
A third of small employers in Lee et al's (1990:58) study who asked for 
academic qualifications admitted they used this as a means to screen not so 
much for ability, but personality. The majority of employers also screened by
.............................................................................................
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appearance and speech and looked for young people with the 'right attitude'. 
Retail work also screened for 'personality' and minimal CSE's as well as 
'social polish', which brought in some middle class and better qualified 
recruits who clustered in the best schemes.
Care schemes, however, mainly recruited from unqualified working class 
girls, often from disruptive backgrounds. Better qualified girls who were 
considering care work faced parental and Careers Service opposition to their 
low status choice (see Lee et al 1990:96). The screening process for care 
schemes took place at several stages during training. Tutors' reports were 
significant and involved selecting those working class girls who 
encapsulated the stereotype of a 'good care assistant’ type; a practice clearly 
identified by Bates (1989:30):
'These processes of prolonged screening would appear to pull girls from 'tougher' sections or the working class through tnis particular system... Hence, the long transition of YTS, contrary to hopes which have been expressed that it might prove an opportunity for career exploration, can possibly tighten, through its sifting mechanisms, inter-relationships between social class, gender, occupational culture of origin and occupational destinations'.
Recruitment strategies also resulted in many trainees entering surrogate 
labour markets demarcated by gender. Craft schemes and warehousing were 
almost exclusively male, whereas girls tended to enter office, hairdressing 
and carework. Cockburn's (1987) research pointed out how careers officers 
attempted to reduce sex-segregation within youth training schemes, but 
because many young people came into the careers office with sex-typed 
decisions already formed, this role was limited.
Although girls' schemes were more academically selective, they also 
incorporated more frequent aspects of selection by appearance. Hence girls 
had fewer opportunities in the 'sponsorship' or 'credentialing' schemes and 
often suffered civic exclusion' (Lee et al 1990) because of the emphasis on 
appearance in service type jobs. Despite attempts to promote equal 
opportunities (in race and gender issues) by some 'progressive' careers 
officers, it has been suggested more priority was given to maintaining the
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general quality of YTS schemes themselves (see Cockbum 1987). Others 
found YTS catered for different types of young people in different areas and 
that disadvantaged and ethnic minority youth were concentrated in the 
worst schemes (Banks et al 1992). Where there were more jobs available, 
those young people who might have gone on YTS found alternative forms of 
employment.
The stratification and screening of young people within youth training has, 
then, implications for the subsequent recruitment and future class position of 
youth. Evidence from Furlong and Raffe's (1989) study found that four in ten 
males and three in ten females were unemployed after finishing YT. The 
prospects were better for those young people moving straight into a job with 
a scheme employer or sponsor; while those who moved from YTS to a 
different employer were less likely to be in full-time employment at nineteen.
Assessments of the youth training scheme's effect on young people's entry 
into the labour market are generally negative. According to Furlong (1992), 
some better qualified youth gained a limited advantage in the labour market, 
but overall, YTS failed to help those youth in most need of help, who were 
doubly disadvantaged' because of their inability to get a 'proper' job on 
leaving school and after YTS.
Research into the change and continuity of youth transitions over the past 
few decades (for example, Furlong and Raffe 1989; Furlong 1992) has 
therefore concluded that despite there being more routes into the labour 
market, the structure of opportunities for young people has not dramatically 
changed (Furlong 1992:10). This could be seen in the fact that although some 
working class youth improved academically, the links between education 
and social class remained; consequently, disadvantaged youth with poor 
qualifications were more vulnerable when entering the labour market.
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COnCLUSIOn
This review of young people's transitions from mainstream schools has 
highlighted a number of issues relevant to the present research. The 
segmentation of the youth labour market by age, sex, race, occupational 
shifts and skill level demonstrates how stratification defines opportunities. 
The local labour market area is also crucial to these considerations as this 
affects entry and allocation into employment and length of time unemployed. 
Characteristics associated with young people making a successful transition 
into the labour market include: qualification level, the curriculum or subjects 
in which qualifications have been obtained, age, family background and area 
characteristics. Debate continues, however, over whether personal 
characteristics (particularly academic ability and fathers’ employment status) 
or area characteristics (opportunity structures), have the greatest impact 
during young people’s transitions into the labour market. In the present 
research, the relationship between the health and other attributes of young 
people will be examined within the context of the different opportunity 
structures of Area 1 and Area 2.
The importance of young people's non-academic attributes has also increased 
since the introduction of youth training schemes, the most significant aspect 
of which is employers’ use of schemes as a filter into further employment. 
The stratification of YTS into basic and premium schemes further suggests 
that specific 'types' of young people enter these schemes, and that, as well as 
academic ability, other attributes, including appearance, personality, 
behaviour, speech and social background etc, play a more direct role during 
the transitional process. A central hypothesis in the present research is that 
careers staff pay more attention to other attributes in Area 2 than Area 1, and 
that the relationship between them and premium schemes will be greater in 
the disadvantaged labour market. Analysis of careers staffs' recording 
practices and perceptions of information from Careers Service units is 
therefore essential.
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Moreover, a review of transitional literature indicates those young people 
who are more likely to need greater help from careers staff. A combination 
of factors, including the recession and the tightening of employers' 
recruitment strategies, operate to the detriment of those deemed to have the 
least marketable skills. One consequence is that young people's 
disadvantaged status (and negative labels) might be amplified in areas of 
high unemployment.
In the light of these issues, chapter four will examine how, on the one hand, 
careers officers serve employers and managing agents' interests in offering a 
pre-selection service according to their criteria, and on the other hand, how 
they attempt to reconcile this role and meet client need, particularly among 
young people with health problems and more disadvantaged youth in areas 
of limited training and employment opportunity.
— ]—     . . .
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CHAPTER 4
THE ROLE OF THE CAREERS SERVICE DURInG YOUnG PEOPLE'S TRAnSITIOnS FROM MAInSTREAM SCHOOLS
InTRODUCTIOn
'The Careers Service provided by Local Education Authorities occupies a unique place in and between the worlds of education and employment. In providing vocational guidance to school pupils and college students and helping to place them into suitable occupations, Careers Service staff are especially well placed to develop working relationships with teachers and employers and to promote effective understanding between both. They also play a decisive part in broadening the mental horizons of young people preparing to enter w ork .
Department of Employment (1980b) 'The Careers Service 1974-1979'.
As can be clearly seen from the opening quote, the Careers Service is an 
important mediator. Its capacity to communicate with educationalists and 
employers, and offer vocational guidance to school leavers, has for the most 
part, led to a positive portrayal of this agency. Much is also made of the 'client- 
centred' role of careers staff in promoting equal opportunity for their clients; a 
function highlighted in the National Standards and Indicators for the Careers 
Service (DE 1992b: 1) key purpose statement;
'The Careers Service should contribute to the increasing achievement and prosperity of individuals, their communities and the economy through the provision of effective and impartial careers guidance, information services, and assistance in achieving appropriate destinations, and in doing so to promote equality of opportunity'.
In the light of these observations, a main objective of chapter four is to examine 
whether the 'client-centred' role of the Careers Service, outlined above, has 
changed since its development in the 1970's to the present day. Within the 
wider opportunity structures operating in the labour market, is the provision of 
vocational guidance and placement to school leavers the Careers Service's raison 
d'etre, or does it have a wider role to play?
........................................................................................... ... ..............
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Current developments affecting the Careers Service have received a great deal 
of research attention, the major aspects of which are briefly considered in this 
chapter. This includes the changing relationship and subsequent impact of 
unemployment on careers education in schools (Watts 1978; 1986; 1987), and the 
growing number of adults contacting the Careers Service (Killeen 1986), issues 
which have resulted in core concepts such as 'choice' and 'work' being re­
evaluated (Killeen 1985),
The impact of the 'New Right' on guidance policy has been to relate careers 
guidance more closely to market principles (Watts 1991a). This has resulted in 
the introduction of Records of Achievement, Action Planning, National 
Vocational Qualifications (NVQ's), and Training Credits, all of which have 
important implications for both policy and practice within the Careers Service. 
The proposals set out in the Government's White Paper (DE 1991a) 'Education 
and Training for the 21st Century', concerning the position of the Careers 
Service in relation to Local Education Authorities and LEC's (Local Enterprise 
Companies), as well as the introduction of guidance vouchers (Hawthorn 1992), 
are also significant to the future role of the Careers Service, Thus the 
implications of 'New Right' initiatives are that the Careers Service is increasingly 
having to justify its activities by demonstrating its effectiveness in careers 
guidance (Watts and Kidd 1978; Kidd and Killeen 1992), in learning outcomes of 
guidance (Killeen and Kidd 1991), and in the economic value of guidance 
(Killeen et al 1992).
Against the background of growing unemployment, the introduction of youth 
training schemes, and the implementation of 'New Right' initiatives in guidance 
policy, the present research addresses the question as to whether such measures 
affect careers staffs' recording practices and (negative and positive) selection 
processes, particularly among young people with health problems and those 
most disadvantaged youth within different labour market contexts. What 
follows is therefore a brief historical background of the Careers Service, 
outlining the major changes which have taken place to the present day.
 . .. —
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THE CAREERS SERVICE AnD CLIEnT nEED
The first national initiatives to establish a youth employment service were taken 
in 1909 when some of the Employment Exchanges, which were set up in that 
year, introduced juvenile departments to place young people into employment 
(Carter 1966). In 1910, the Education (Choice of Employment) Act heralded the 
development of the Juvenile Employment Service and authorised local 
education authorities to establish a formal provision for the guidance of young 
people. It was not until the 1948 Employment Act that local authorities were 
given discretionary authority to provide an advice and placement service for 
school leavers, and to register pupils before they left school.
In 1973, the Youth Employment Service was transformed into the Careers 
Service by the Employment and Training Act of 1973. For the first time, the 
function of providing young people with advice about how to make the 
transition from school to work became a statutory duty placed upon Local 
Education Authorities (Showier 1976). The broad aim of the Careers Service, as 
issued from the Department of Employment's Memorandum of Guidance
(1980a), was to 'help individuals leaving full time education to make a 
satisfactory transition from school to college or work'. The three main objectives 
were:
1. To seek to ensure that pupils, students and staff of schools and colleges are 
fully aware of the demands that working life is likely to make on young people 
entering employment, and on the scope and range of opportunities available to 
them;
2. To provide vocational guidance to pupils and students at appropriate stages 
during their educational life, in association with schools and colleges;
3. To help young people leaving school and colleges and those who are 
unemployed, to find employment, education or training, or places on 
appropriate social schemes.
i
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In carrying out the above objectives careers officers should:
1. Pay regular frequent visits to schools and colleges and contribute to the 
development of careers education in these institutions.
2. Stimulate and sustain the interest of parents in the vocational decisions of 
their children.
3. Establish good relations with employers and their organisations, trade unions 
and training institutions, in order to build up detailed knowledge of occupations 
and working environments, employment opportunities and training schemes.
The above guide-lines formed the basis of many working practices within the 
Careers Service, During the 1950's and early 1960's, the overriding priority for 
the Youth Employment Service was to place young people into employment; for 
most young people the transition from school into employment was immediate 
and direct. In the late 1960's and 1970's however, the primary emphasis focused 
more on Vocational guidance' (see DE 1981c). By the early 1980's, Central 
Government officials and Ministers were often critical of the Careers Service. It 
was argued that the service was too involved with the education service and 
emphasised an occupational ethos which was overly biased towards 
counselling, rather than placement in employment.
In a speech to the Institute of Careers Officers in October 1983, Peter Morrison, 
the then Government Employment Minister, underlined the Government's 
position towards the Careers Service when he called for the service to set aside 
its 'social engineering' ethos and concentrate more directly upon helping 
employers acquire the trainees they need. The (1982) Department of 
Employment paper on the Careers Service also voiced concern about the way in 
which school orientated work was being accorded priority whilst employer
-----------------------------. ____________________
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liaison often took a poor second place; views which were reinforced by the 
Manpower Services Commission:^
I t  is dangerous for the Careers Service if it is viewed by the employers as not only cosseting young people but actually being inefficient...'.
The above perspectives should be set in the context of social, economic and 
political change. In national and local labour markets, structural unemployment 
was raising fundamental questions about the nature of work (Bakx 1988). 
Consequently, during this time, there was a perceived need for the Careers 
Service to rethink its role and purpose. Moreover, in the mid 1970's, 
commentators suggested that the role of the Careers Service was often open to 
question: there was at times confusion as to who were the real clients of the 
Careers Service, young people or employers (Ashton and Field 1976). Such 
perspectives reflected in part the conflict of interests which the Careers Service 
has had to try and reconcile. A practical outcome of these contrasting 
perspectives could be seen in the changing development of careers education in 
schools.
CLIENT AND EMPLOYER NEEDS IN CAREERS EDUCATION IN SCHOOLS
The status and purpose of vocational education in schools is the subject of 
considerable controversy. Government proposals in the White Paper Working 
Together' (DE 1987) have been criticised within the Careers Service because they 
again focused on the need for initiatives in education and training to underpin 
present employer-led training strategy.
Careers education in the last few years has increasingly been linked with three 
curriculum trends (Watts 1986). First, some schools have integrated careers 
education with other elements in the school curriculum (termed 'pastoral
1 From an interview with Geoffrey Holland, conducted by Ball, M. (1983), Newscheck, Cheers Service Bulletin, Vol 1 
June.
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curriculum', in recognition of its role to help all individuals, without necessarily 
giving individual help). Second, careers education has become linked with 
strengthening school-industry links; and third, it has become linked with 
broader curricula initiatives designed to introduce a stronger concern with 
vocational application across the curriculum itself.
This is particularly well illustrated by the introduction the Certificate of Pre- 
Vocational Education (CPVE) (a nationally recognised system of certification 
introduced for non-academic 16 year olds) and the Technical and Vocational 
Education Initiative (TVEI)^, which suggested the 'splitting' of the 'personal' and 
the 'work' elements in career education (Watts 1986), For some, however, these 
changes had more to do with political and economic education than with 
individual career development (see Brown 1987). Although positive features 
have been identified within TVEI, such as the development of an integrated 
curriculum, new forms of assessment (profiling), and experimental learning, 
others (Blackman 1987:51), have viewed the onset of 'new vocationalism' as 
directing 'less able' pupils into courses which restricted their access to 
knowledge and future occupational choice:
'...State education becomes imbued with a common-sense rationale which directs attention away from the biased order and meaning within principles of selection, and directs an individual's future opportunities to a limited occupational sector... the radical case for new vocationalism must surely amount to the 'velvet glove' over an 'iron hand'.
Others have argued that to some extent schools have also been used as a 
scapegoat for the country's economic ills. This has resulted in growing 
pressures on the Careers Service to attach higher priority to employers' 
requirements as opposed to pupils' needs (Watts 1986; Hillage and Wilson 1992). 
The effect of these and other changes in schools was the perceived need to 
persuade more pupils (or in some statements more able pupils) to enter 
manufacturing industry and engineering technology (Watts 1986).
2 TdEI was launched with funds from the Training Commission (formerly the Manpower Services Commission). Its 
purpose was to give young people a general understanding of the world of work.
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The quality of careers education and guidance in schools has also come under 
closer inspection (Cherry 1974; Watts 1986; NACGT 1988; Davis 1991). With the 
development of the national curriculum, a common fear was that careers 
education was being squeezed out of the curriculum. In 1991, representatives of 
the CBI expressed concern to the Institute of Careers Guidance about these 
issues, and a subsequent report (Cleaton 1993:18) found that ’...the quantity of 
careers guidance training for teacher/co-ordinators remains a national disgrace'. 
Less than one third of the teachers responsible for careers work in schools had a 
professional qualification in guidance.
The renewed interest in the vocational preparation of young people and the 
argument for improved careers education in schools, expressed in 'Working 
Together for a Better Future' (DE 1987); 'Curriculum Matters 10' (DE 1988); and 
'Towards a Skills Revolution' (CBI 1989) has been brought about by the general 
growth in school-industry links. Political pressures associated with the 
recession and unemployment have resulted in a tightening of links between 
education and employment.
Despite some improvements within the educational system, with more 16 year 
olds among all social classes remaining in full time education, employers tend to 
underrate vocational credentials in favour of traditional qualifications or, are not 
able or willing to reward these assets (see Roberts, Siwek and Parsell 1989). It is 
therefore argued that, overall, vocational education has done little to reduce 
class and gender inequalities in educational achievement (Furlong 1992).
Schools have also been criticised for isolating the Careers Service from its client 
group (Kushner and Logan 1985:30). This was the conclusion from the Careers 
Guidance Integration Project (CGIP), which as part of the European Pilot 
Programme 'Transition from School to Working Life', sought to extend and 
improve transitional provision for school leavers:
'School autonomy is still strong - faced with injunctions to counter sexism, racism, credentialism, academicism and whatever else, schools still make choices about where and how they respond. This, indeed, is a function that has
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been carefully built into schools to protect the curriculum from arbitrary and spontaneous change'.
To Kushner and Logan (1985:22-23), the wider implications of the difficulties 
faced by careers officers in penetrating curriculum planning fall into two 
possible groups. Either schools will be left behind as contexts change, or schools 
will maintain hegemony over educational values such that outside agencies like 
the Careers Service and the MSC will only impact upon the school curriculum to 
an extent permitted by teacher and pupils:
The unique place of the Careers Service and its apparent capacity to 'promote effective understanding' between various audiences and clients of its service are highly problematic. What we will see is a service reaching towards a curriculum role with adolescents, while being directed towards a system's maintenance role with employers and training schemes. The Careers Service has to face in many different directions at once, and they are beset, as much as teachers, by injunctions to respond to racial and gender discriminations whilst increasingly under pressure to service the counselling needs of both youth and youth training schemes'.
Many of the traditional roles of the Careers Service in terms of vocational 
guidance and job placement have, then, been extended or altered to meet new 
challenges of change. As young people were leaving school for an extended 
period of vocational preparation and training before entering the labour market, 
the introduction of the new Government youth training schemes had vital 
implications for the future role and working practices of the Careers Service.
CLIENT AND EMPLOYER NEEDS IN YOUTH TRAINING SCHEMES
In order to understand the situation at present regarding the role of the Careers 
Service and its involvement with Government youth training schemes, some 
background knowledge of how they operated in the past is useful. The different 
contexts of the Careers Service's work with YOP and later YTS, were outlined by 
a principal careers officer in research conducted by Ranson and Ribbons 
(1986:48):
  :    ' '
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’...YOP was a source of power, because, although it was provided by the MSC, it was administered in such a way that the Careers Service were given the role of 'gatekeepers'. Young people could not go directly onto a YOP scheme, they had to be placed by the Careers Service. This meant that we did not have to try so hard with employers because these programmes were delivered to us by the MSC, Whereas m the 1970's we had to get around as many employers as possible to win their goodwill and show them we were an efficient organisation... with YOP, tne programmes arrived on our desks. But when YTS came, we were no longer the only gatekeepers to the opportunities available. We had to completely change our philosophy and our irnage because the programmes were available in Job Centres, in schools... employers could advertise'.
The Careers Service's role in relation to YOP and YTS was a wide-ranging one. 
With YOP, the service was reported to have recruited approximately 85-90% of 
entrants (the remainder being placed by MSC's job centres and employment 
offices). With YTS, the figure in 1983/84 was alrnost 80%, 229,000 placements in 
all (DE 1985a in Watts 1986:173). The advent of YTS meant that the Careers 
Service's work with unemployed 16/17 year olds became less substantial. 
Nonetheless, in the summer of 1984, 28% of YTS trainees became unemployed at 
the end of the scheme. Accordingly, work with unemployed people aged 17+ 
continues to be an important part of the Career's Service's work; in July 1985, 
350,900 young people aged under 25 had been unemployed for over a year (DE 
1985b in Watts 1986:174).
The task of recruiting young people for placement on YTS is part of the Careers 
Service role. This is not always straightforward and recruitment has frequently 
to be negotiated with the sponsor who can have the final say on choice of 
recruits. The emphasis on the Careers Service in 'fitting' trainees to managing 
agents' and employers' YTS recruitment criteria, was outlined by the MSC 
(1982:20) Youth Task Group Report:
The placing agencies, primarily the Careers Service, would be responsible for submitting to agencies and sponsors young people for places in the scheme and for advising young people on the choices available to them. Employers and other sponsors would agree individual placements, taking into account their own requirements and the suitability of the individual trainee'.
............................................ .................
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This has led to the claim that the Careers Service placement function has 
changed from a 'client-centred' orientation towards a more 'manpowered- 
centred' perspective (see Daws 1978:3 in Doogan 1984:117). For example, a 
study by Ashton and Maguire (1983) found that three quarters of their 
respondents in the Careers Service thought employer liaison should be treated 
as of equal importance to work in schools. Watts (1986) pointed out that the 
publication of Ashton and Maguire's research, in conjunction with the launching 
of YTS, had the effect of increasing the number of meetings with employers by 
90% and the number of visits to employers by 30% in the single year between 
1981/1982 and 1982/1983. One reason why YTS is so popular with many 
employers is because they can choose their trainees, cost free. Within this 
context, the Careers Service has been viewed as '...basically an impersonally 
orientated service whose concepts and procedures are logically the same as 
selection processes operated within the manpower market. It does the selector's 
job for him' (Daws 1978:4 in Doogan 1984:118).
Since the changeover from YTS to YT on 29th May 1990, the new terms 
contained within Youth Training (YT)^ have been a cause for concern in the 
Careers Service. One criticism is that the introduction of Individual Action 
Plans (lAP's) and the National Record of Vocational Achievement (NOVRA) are 
more geared towards all young people achieving vocational qualifications, 
rather than assessing individual need. According to Watts (1991b), action 
planning looks very straightforward on the surface; however, in practice it raises 
many complex issues. For example, although much prominence has been given 
to the principle of a young person's ownership of the LAP, they are usually open 
to review by teachers or others in authority. In addition, some lAP's are public 
in the wider sense in that they are designed for use by external audiences, 
including other education/training providers and employers. This view 
suggests lAP’s might be a further means of differentiating (and labelling) young 
people during selection procedures. (Interestingly, however, during the present 
research careers officers pointed out that because a young person has access to 
their Individual Action Plan, information is inevitably 'diluted').
3 A summary of the new initiatives relating to the changeover from YTS to YT is included in appendix 4.1.
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Other changes included the Government's target that all young people on YT 
should aim towards at least NVQ (National Vocational Qualification) level 11 by 
the mid-1990's, and that 50% of young people entering YT should aim to reach 
NVQ level 3 by 1995 (see appendix 4.1). The introduction of NVQ's has very 
important implications for disadvantaged youth, in that the main onus of NVQ's 
is on a young person's 'ability to achieve'. However, it is highly plausible that 
only those most able youth will meet the required NVQ standards. 
Commenting on this issue, Roberts and Chadwick (1992) stressed that when 
higher standards are set, a higher proportion of young people will fail to meet 
them and inequalities inevitably widen.
In respect of young people with special training and educational needs, the 
quality of schemes available for those who will not reach NVQ level 2 has been 
questioned:
YT starts with a significant disadvantage: the Government is spending considerably less on YT than on YTS and wants employers to provide an increasing share of the funding of YT. Particularly hard hit have been the special training needs schemes. Greater flexibility for employers has led to fewer protections for YT trainees. The scheme has been designed with employers in mind and to make the scheme more attractive to them. Financial incentives to encourage the training of young people who will achieve an equivalent of an NVQ level 2 (or preferably higher level) are likely to lead to greater inequalities. Young people who are unlikely (or perceived as unlikely) to gain a NVQ level 2 may well find themselves even more likely to be relegated to under-resourced and low prestige schemes’. Lucy Ball (1990a:4), TT - Graduating From YTS'.
Cutbacks in YT provision have been a further cause for concern in the Careers 
Service. In some areas an overall lack of provision of adequate youth training 
schemes has meant some premium schemes have become run down and 
subsequently stigmatised by careers staff and young people alike. The 'type' of 
young person entering premium training schemes also has an impact on how 
the scheme is perceived (see ch.3). Research by Roberts (1986:25) into premium 
YT provision in Liverpool highlighted how scheme managers were critical of the 
Careers Service because of the type of young people selected. This process 
resulted in negative labels being constructed about the young people attending
—  ..............................
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the schemes, who were viewed as "rubbish", and the premium schemes 
themselves being labelled as "dustbins":
The other essential feature of a good relationship, as defined by scheme managers, was the Careers Service ensuring a sufficiently large and balanced' flow of applicants to maintain occupancy by school-leavers capable of benefiting from the training. Schemes complained about the Careers Service when they felt starved of tramees, or that they were being used as dustbins. (Robert's quote from scheme manager). 'They're (Careers Service) sending us rubbish. We're being used as an outlet for their difficult-to-place kids... We're being used as a dumping ground... the kids they're sending don't have the basic abilities. How can you teach typing to girls who can't read and write?'.
An important consideration in the present research is the extent to which the 
Careers Service's 'client-centred' role of guidance has altered due to YTS 
recruitment and screening. Research has shown how careers staffs' survival is 
dependent on their cooperation with employers and managing agents. For 
example, in Lee et al's (1990) study, careers officers thought their status was 
being eroded by having to 'filter' the more able applicants into the 'top' schemes, 
and 'guide' the others into whatever else was available. If careers staff did not 
conform to managing agents' recruitment criteria, an 'unsuitable' applicant 
would simply be rejected by the managing agent and returned (often 
demoralised) to the careers office. Though some careers officers did try to 
caution young people about the more selective schemes with poor prospects, it 
was disadvantaged youth who were more likely to be selected into premium 
Mode B schemes (see ch.3), and in so doing confirm the negative stereotypes of 
these schemes themselves. Earlier findings from Lee at al's (1987:151) case study 
of YTS in Southwich illustrate the difficult role careers staff face in attempting to 
meet employers' and client need:
'For the bulk of the trainees, most of whom were not particularly well qualified, the role of the Careers Service as an agent of YTS has rapidly become a central one. Many trainees, particularly at the primary end of the YTS hierarchy would speak uncomplainingly, even flatteringly of their advice. Equally, however, very poorly qualified leavers, who had found their own ideas for the future confronted by the realism of the particular Careers Officers who had interviewed them, took the opportunity to scapegoat the Careers Service for what was basically a very difficult labour market for 16 year olds in their situation. In between these two extremes the interaction between school leavers and the Careers Service is affected by the fact that the Service cannot ultimately
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go beyond the stipulations and perspectives of Managing Agents and work providers....it is, therefore, partly the ascriptive perceptions of tne former which prevail in the intersection of supply with demand'.
Herein lies the moral dilemma faced by careers staff. In attempting to meet 
employers' recruitment criteria, and at the same time, fulfil client need, careers 
staff face in many directions at once. This issue lies at the heart of the present 
research and directs attention to types of proactive and reactive decision making 
being undertaken by careers staff in respect of their clients in Areas 1 and 2.
THE CAREERS SERVICE, ENDORSEMENT, AND SPECIAL TRAINING NEEDS
When referring a young person with special educational needs'^ (ie literacy and 
numeracy problems, poor social skills etc) or health problems to YT, careers 
officers have to decide whether an individual's training requires a basic or 
premium placement. Under youth training, recruitment to premium schemes 
requires the Careers Service to endorse young people (either category A, B or 
C).'  ^ Premium placements are usually viewed as providing a sheltered 
environment, with a higher supervisor to trainee ratio. They are considered 
more appropriate for young people with learning difficulties, behavioural 
problems, those who are emotionally immature, and who have 'special needs' in 
terms of learning ability and health.
The referral of young people with special needs to YT and endorsement for 
special funding is largely the responsibility of the Careers Service, but this also 
depends upon the responses of both the Training Agency Staff and managing 
agents who run the schemes. Research which examined the recruitment of
4 Young people are said to have special educational needs if, 'compared with others of a similar age, they have much 
greater difficulties in coping with schooling and need some sort of extra help with their education'. Scottish Consumer 
Council: In Special Need (1989:13).
5 A copy of the Careers Service endorsement form (YT 20) and an outline of types of health, behavioural, educational 
and social problems related to A, B and C endorsement categories is included in appendix 4.2
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young people with disabilities on YTS (Spencer 1988) found that basic-place 
managing agents might successfully take a young person with a physical or 
sensory handicap into their scheme, but were often unable to provide the 
additional support required in respect of those with learning difficulties or 
behavioural problems. Moreover, the concept of 'special needs' is frequently 
mentioned during the recruitment of young people into YT, but its remit and 
relationship to 'disability' varies considerably.
As managing agents are themselves under pressure to train young people to 
meet required NVQ levels, it is more time-consuming and less financially 
rewarding to hire someone, for example, with learning difficulties. Young 
people with special educational needs and disabilities are also less likely to have 
the chance of participating in work experience within their YT scheme. 
Research suggests integration within youth training schemes is limited, with the 
majority of young people with special needs entering supportive schemes 
(Spencer 1988). Such issues will be considered in the present research; 
specifically whether those young people with health, social, behavioural or 
emotional problems are more likely to enter support schemes.
Other changes introduced with YT included the Government's claim that no 
extra funding would automatically be allocated to young people on special 
training needs (STN) schemes (see appendix 4.1). This, and the increased 
emphasis being placed on vocational outcome amid growing inequalities among 
those with special needs has opened up critical debate.
On a national level, the 'quota scheme', which places a duty on employers with 
twenty or more workers to employ a 3% quota of registered disabled people in 
their workplace, is ineffective, outdated and unenforceable. Associated 
arrangements for individuals to register as disabled have also been criticised as 
encouraging stereotyping (Lewis 1990:16). Anti-discrimination legislation has 
been rejected for those with disabilities and has not received the same 
recognition as race and gender issues. The argument (outlined below) that the 
implementation of such legislation would be too complex to draft and uncertain
   - . ■
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in its application, only serves to perpetuate the negative status of the disabled in 
wider society at present:
’Anti-discrimination legislation, along the lines of that applying to race and sex, backed by a statutory code of practice, would have the advantage of sending positive messages to employers about people with disabilities and of putting enforcement into their hands. However, a major difficulty is that disability, unlike race or sex, can be relevant to job performance and what to some might seem like discrimination, may in reality be recruitment based on legitimate preferences and likely performance. Anti-discrimination legislation, therefore, IS unlikely to be effective in achieving policy objectives and might be counter productive by making a constructive approach by employers less likely’.
Consultative Document: 'Employment and Training for People With Disabilities' Employment Department Group (DE 1990c) p39 paragraphs 5.14 - 5.15.
Research evidence on discrimination has shown how young adults with 
disabilities are more likely to be in lower level jobs and among the long term 
unemployed (Fry 1986; Hirst 1987; Morrell 1990). The present study addresses 
the question of the extent to which those with more serious health problems are 
in such situations (which suggest negative health selection processes are at 
work), or if careers staff are able to effectively respond to client need and 
proactively place young people with health problems into available vacancies, 
even in the disadvantaged area.
The wider context of the impact of the 'New Right' on policy issues affecting the 
Careers Service has been viewed as further disadvantaging young people. This 
has been achieved by limiting the Careers Services' function as an agent of social 
and individual change and expanding its role as an agent of social control.
THE CAREERS SERVICE AND THE IMPACT OF THE ’NEW RIGHT’
A Careers Service perspective on the impact of the 'New Right' on guidance is 
offered by Watts (1991a). Three main strands of the 'New Right’ influence on 
careers guidance include:
::ii
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- using guidance as a form of social control: This has been most conspicuous in 
measures to deal with unemployment. The demands put on the Careers Service 
to serve YOP/YTS is an example. As Watts (1991a) points out, whilst 
government rhetoric maintained the best interests of young people were to be 
the main consideration, defining zvhat these best interests were was never really 
addressed.
- supporting guidance as a means of making markets work: This is based on the idea 
that careers guidance could be used as an instrument for making markets work, 
and is the main reason why the Careers Service at present has such a high 
profile. These views were further reinforced by the CBI (1989), report Towards 
a Skills Revolution', which saw careers guidance as the means of ensuring that 
young peoples’ (career) decisions were properly made and based upon sound 
advice.
- making guidance services themselves more responsive to market forces: This concept 
also emerged from the CBI (1989) report, and its practical manifestation is found 
in the Government White Paper, 'Education and Training Towards the 21st 
Century' (DE 1991a). This announced the Government's intention to implement 
a system of training credits^ for young people, so that by 1996 it would cover all 
16/17 year olds. The White Paper 'Employment for the 1990's' (DE 1990a) also 
recommended that the Government contracts out the Careers Service to either 
the Local Authorities, Careers Service partnerships, LEC's (Local Enterprise 
Companies)^ or other private agencies.
The above criteria placed the onus on the Careers Service to service youth 
training and to prevent a mismatch of young people and skills in the labour 
market. Against the background of growing unemployment and an unskilled 
labour force, the emphasis was on making the Careers Service more 'efficient'
6 The Training Credit is 'an entitlement to train to approved standards for young people who have left full time 
education to join the labour market' (see Department of Employment (1990b), Training Credits for Young People: A 
Prospectus', March).
7 Local Enterprise Companies (LEC's), launched in Scotland in 1989, were a major Government initiative to turn over to 
private sector led councils a number of major Training Agency programmes such as YTS, (In England, these were 
known as Training and Enterprise Councils (TEC's), see overleaf).
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and marketable. Not surprisingly, a number of criticisms have made been 
regarding the impact of the ’New Right' in influencing careers guidance (see 
Watts 1991a;1992; Watts et al 1993). These included a potential limit in the take- 
up of guidance to only those who can see its benefits and can afford it, the 
neutrality of guidance being threatened, and the view of the Careers Service as 
being delivered free of charge by the public sector now being under attack.
Such issues are very important in shaping the future of the Careers Service and 
are presently the focus of considerable debate. For example, the proposed 
system of training credits has been criticised as favouring those young people 
perceived as 'high flyers' whom employers are already most interested. Without 
additional funding, the credit scheme may lead to 'an increase in inequalities, 
less choice for many and higher standards of training for just a few' (Ball 
1990b:6), It has also been argued that LEC'S ’...were conceived in a shotgun 
marriage between Tory ideology and the desperate need to find some way of 
getting Britain's employers to help in the creation of a modem workforce' (TES 
1991:10). In seeking to remove the duty of local authorities to run Careers 
Services, the Government has been accused of an act of wanton vandalism' by 
the convener of the Convention of Scottish Local Authorities Education 
Committee (TES 1992:1). For young people with health problems and special 
needs, the opportunity to enter purposeful training and employment was 
curtailed. Employers were more eager to fund certain 'types' of trainees and 
companies had no commercial incentive to finance the training of 
disadvantaged groups:
'The TEC era with its private sector dominated boards will be a difficult one for people with special training needs... By any measure - job gained, qualification achieved or entering further education - young people with disabilities come bottom of the list. And that's not a measure of their failure but of the unfair discrimination which faces anyone with a disability or a special training need entering the labour market' (Wnite 1990:8).
Recent research by Peck (1992;1993:301) offered a critique of the Training and 
Enterprise Councils initiative. The TEC's failure to deliver a 'skills revolution'
_________ _ __ ________________________________________ ___________
1 0 8
cannot simply be blamed on 'external' factors such as the recession; internal 
causes, including inadequate funding, short-termism, and an inability to 
stimulate in-company training also mattered. The Government's response in 
seeking to solve training problems by making the training system more like a 
market, with the emphasis on competitiveness and employability, is often 
incompatible with providing for special training needs and tackling 
discrimination, because the root of the problem faced by these groups is often 
their rejection by the 'market' and increased 'streaming' on TEC programmes:
'The tendency is for TEC's and training providers to 'cream' the most easily trained, the most easily placed in employment and the most easily brought Up to NVQ qualifications targets... The traming market' which has been created around the TEC is based on the idea that labour market rewards should be allocated on a 'first past the post’ basis, irrespective of how far back different individuals start in the race: those who suffer discrimination in the labour market or who require additional support in order to overcome a particular learning or training difficulty are handicapped in this race. The question here is the root cause of this materialisation process'.
According to Peck (1993:301-2), this cannot be explained simply in terms of the 
motivations and predispositions of TEC directors. Rather it should be seen as a 
broader process of 'institutionalised materialisation', which was closely related 
to the allocation of funding and out-put targets:
'The organisational structures, managerial cultures and financial and administrative r e g i e s  create pressures which lead to the systematic materialisation of STN and disadvantaged groups within the TEC system... Out­put related funding was designed to bring market principles into the training system. Through its output targets, this funding regime places a premium on the training of those trainees who can quickly be brought to the position of obtaining an NVQ, or entering work. Under such a system, STN trainees and those who suffer discrimination in the labour market, are more expensive to train’.
None of the available evidence fosters confidence that new initiatives in YT will 
deliver the skills that the British economy is said to need in the 1990's. The goal 
of achieving higher standards in post-compulsory education and training 
suggest that it is young people with special training needs and disadvantaged 
youth who have most to lose; the higher standards are set, the greater the gap
Vi-i' / '
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between those who meet the required criteria and those who fail Although 
research has found that the help young people received from the Careers Service 
increases the likelihood of satisfactory outcomes at key career junctures (Roberts 
and Chadwick 1992), 'New Right' initiatives have created pressures on the 
Careers Service (and scheme managers) to select and train only those young 
people most likely to achieve required NVQ standards.
CONCLUSION
Without question, the Careers Service occupies a quite unique position at the 
interface of the educational and occupational system. It is one of the only 
services in local government whose activity engages them both with individual 
clients and educationalists, and with labour market agencies. The Careers 
Service works with those who need help and those who provide it. In this 
respect, the service has an important function to fulfil, not only in serving the 
needs of particular individuals but also in protecting the interest of vulnerable 
groups, whose position has gradually worsened since the 1970's. It can 
therefore be identified as a gatekeeper committed to serving client need during 
young peoples' transitions from school
Recently, a clear statement of entitlement to careers guidance has been 
suggested which is available to young people and their parents and regularly 
evaluated as part of school inspections (CBI 1993). However, not all young 
people are benefiting from the new initiatives. This chapter has shown how 
careers staff are under increased pressure to fit more able trainees to managing 
agents' and employers' recruitment criteria. This essentially deterministic 
approach, in adapting individuals to available career opportunities, locates the 
Careers Service as an agent of social control, a process extended by the changes 
brought in by YT, and 'New Right' policies.
Even those within the Careers Service who have worked to establish close 
relationships with employers and managing agents (in order to make youth
______________________________________
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training serve the needs of young people) acknowledge that deep conflicts of 
interests can and have existed. Since the introduction of YTS, the interests of 
employers in recruiting qualified and unproblematic youth, or of the MSC in 
filling schemes with sponsors, are not necessarily consistent with the defined 
needs of young people or the Careers Service:
'We have a considerably larger power base than we take credit for, we have access to young people. Where we let ourselves down is that we let people have access to young people which denies their interests' (careers officer quoted in Ranson and Ribbons 1986:155).
This brings into focus the dilemma faced by the Careers Service; in attempting to 
meet employers' recruitment criteria, while at the same time work proactively 
with their client, particularly those with health problems and special 
educational needs, careers staff face in many directions at once. In areas of high 
unemployment, this task is even more difficult. Although in some areas mutual 
understanding might have grown, improved by regular meetings and 
collaborative working, interests can still divide on significant issues.
As the Government's emphasis on measuring vocational outcome has served to 
inject market principles into youth training, an analysis of young peoples' health 
problems and other (negative/positive) attributes in relation to various labelling 
strategies and selection procedures is particularly relevant and opportune. The 
impact of the New Right on careers guidance is likely to increase the pressure on 
careers staff to pre-select (reactively), and at the same time, underline the 
contradictions of their role as client advocate.
Herein lies the paradox of careers staffs' working practice; on the one hand, part 
of their pre-selection role to scheme managers implies that attention is given to 
young people's attributes. In relation to premium schemes this almost 
inevitably involves a focus on what are essentially negative attributes. On the 
other hand, in attempting respond proactively to client need, careers staff might 
play up positive attributes. This may also involve careers staff adopting 
complex de-labelling and re-labelling strategies and proactively 'selling' certain 
'types' of young people to employers in an attempt to assist placement. Similar
_______________
I l l
to this analysis is the work of Bradley (1992), who identified a 'market' and 
'social service' model of placement function within the Careers Service.
Against the background of opportunity structures impacting on young people's 
routes into the labour market in contrasting areas, and research evidence which 
highlights labour market discrimination for those with health problems, careers 
staffs' attempts to promote equal opportunities for their clients certainly merits 
further examination. As a recent report (Killeen and Kidd 1991:8) on the 
learning outcomes of guidance and client-treatment interactions observed:
'Far too little is known about the way in which client attributes moderate the effectiveness of interventions. The evidence is fragmentary and our review of it must therefore also be fragmentary'.
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CHAPTER 5
DESCRIPTIOn AnD FREQUEnCIES OF HEALTH AnD OTHER ATTRIBUTES In CAREERS SERVICE UnITS
InTRODUCTIOn AnD BACKGROUnD
A number of questions have now been raised and illustrated from the 
literature, on the changing effect of opportunity structures on selective 
processes with respect to young people's characteristics, and on the tensions 
this has created in the role of the Careers Service, which is oriented both to 
client's and to employers' needs. We now turn to the data, and to the 
following aims of the research as laid out in chapter 2 - to identify the types 
of information about health and other attributes that the Careers Service 
receives from school guidance staff on the CS4, to examine what health 
information young people disclose on their Pre-interview form (CS18a), and 
also what careers officers record themselves on the Aide Mémoire (CS2).
As outlined previously (ch.2), school guidance staff complete the School 
Careers Service Report (CS4) during pupil's 4th, 5th, and to a lesser extent, 
6th year in school. Guidance staff document a range of information on the 
CS4 about pupils' personality, activities in and out of school, timekeeping 
and attendance, health, personal appearance and hygiene, academic ability, 
career interests, and conclude with their general comments about the young 
person. This information is then given to the careers officer before the young 
person's Vocational Guidance Interview (VGI).
I
Young people also complete a Pre-Interview form (CS18a) in their 4th year 
and a (CS18b) form if in their 5th/6th year at school. These collect 
information about subjects being studied and level, career interests, and 
(only on the CS18a form), if the young person has any health problems, 
serious illnesses or is colour blind. As the name implies, the Pre-Interview 
form is also given to the careers officer before the young person's VGI.
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The Aide Mémoire (CS2), or 7  point plan' is a form of structured assessment 
used by careers officers during the VGI itself. The Aide Mémoire (CS2) 
includes specific sections where careers officers can record information about 
their client, relating to: appearance, physique, speech, health, disposition, 
personality, interests (eg work experience or hobbies), education, special 
aptitudes and (background) circumstances.
Information recorded on the School Careers Service Report, Pre-interview 
form and the Aide Mémoire, along with any other information available in 
the unit (CSl), is used by careers officers when considering suitable career 
recommendations for their client and later by careers staff during selection 
processes when placing young people into available vacancies. Appendices 
2.1a-e, 2.2a-c and 2.4a-c at end of the thesis include examples of the School 
Careers Service Report (CS4), Young person's Pre-interview forms (CS18a/b) 
and Aide Mémoire (CS2) respectively.
Considering health first, it is apparent that information about health 
recorded in mainstream units is unlikely to be complete (ch.l). Health 
problems may be unrecognised or suppressed on the one hand, or selection 
may focus on attributes which are not considered to be aspects of health, but 
which current research suggests may be relevant to health. In this sense 
there may be an "iceberg" of undisclosed or unrecognised health 
characteristics which are affecting selection.
In the present research the approach taken to this problem is to follow 
closely the rationale of careers officers as selectors. As becomes clear in later 
chapters (ch.8-9), what counts as a health problem to careers officers is fairly 
straightforward. Although careers officers point to problems of non­
disclosure, the kind of problem not disclosed is easily identified, and in 
general they can readily give accounts of their routine selective procedures 
with these health problems. Other attributes which current research sees as 
health-relevant, such as height, weight, appearance, behavioural problems 
etc., are generally seen by careers officers either as not relevant to their 
routine selective procedures, or as relevant for their own sake and not as
■ ■ ' i l
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health characteristics. As indicated in ch.l, the present research is concerned 
with the rationale and outcome of these routine procedures; and apart from 
noting that selection by these characteristics is currently argued to be an 
indirect form of health selection, and that inclusion of information on this 
kind of selection is likely to be useful in future health discussions, as well as 
in discussions of equal opportunity, it leaves to one side the extent to which 
the health problems identified by careers officers constitute only the tip of an 
"iceberg" of other health characteristics.
What follows is a description of the range and frequency with which health 
and other attributes are recorded in the Careers Service Unit (CSl), 
distinguishing between the School Careers Service Report (CS4), young 
person's Pre-Interview form (CSl8a), and Aide Mémoire (CS2). The data 
(Tables 1 and 2)^ are derived from a total of 1099 Careers Service Units 
which refer to all Summer 1990 School leavers from Area 1 and Area 2 
careers offices. Chapter 5 therefore sets the background to an analysis of the 
way such information varies by other characteristics of young people and, 
most importantly, by destination.
Table 1 shows the frequency with which health is referred to; first in the 
School Careers Service Report (CS4); second on the Young Person's Pre- 
Interview Form (CSlSa); third on the Aide Mémoire (CS2); fourth where a 
health reference has been made on the Aide Mémoire only (and not cited in 
the School Report), and fifth, the unit as a whole. Table 2 shows the 
frequency with which other attributes are referred to; first on the School 
Careers Service Report (CS4); second on the Aide Mémoire (CS2); third on 
the Aide Mémoire only, and fourth the unit as a whole. Columns 1 and 4 
add to make the total references to health in the right hand column of Table 
1, except for the last two rows (kidney removed and meningitis) and the row 
totals where items mentioned in the Pre-Interview form were missed out on 
the Aide Mémoire and School Report. Columns 1 and 3 add to make the 
total references to other attributes in the right hand column of Table 2.
1 Tables 1 and 2 are shown at the end of chapter five.
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As can be seen, a vast amount of health and other attributes are recorded by 
school guidance staff on the School Careers Service Report (CS4) prior to the 
VGI and by careers officers on the Aide Mémoire (CS2) when conducting the 
VGI.
Overall, among these 1099 young people, 1060 references to health were 
made (Table 1). In respect of other attributes the total number of references 
(Table 2) is 4861. While generalisations to the Careers Service as a whole 
would require caution, these findings testify to the volume of information 
about health and other attributes recorded in Careers Service units.
Frequencies of Health Problems in Careers Service Units
A closer examination of the data shows how school guidance staff and 
careers officers record a wide range of similar health and other attributes 
about young people. Considering first the frequency with which references 
to health are made (Table 1), it can be seen that the highest percentage of 
references is to positive health (more generally recorded as 'good general 
health'). No less than 68% of young people were so described. When 
comparisons are made between the School Careers Service Report (CS4) and 
Aide Mémoire (CS2) (only) figures, it is evident that more health information 
is recorded by guidance staff than careers officers. For example, of all health 
positive references (n = 752), around 3/4 (556) were made by school 
guidance staff, only a 1/4 (196) being made entirely by careers officers. 
Thus, over two and a half times more unique references were made by the 
former than the latter.
In respect of health problems, of which there were many - no less than 20% 
of young people were recorded as having one or more in Careers Service 
units - the most frequent reference was to poor eyesight (10%); allergies, 
(6%); chest complaints (3%) and headaches (2%). Again, these references 
were more likely to be made by the school guidance teacher than by the
■ -I l
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careers officer, for example with headaches 15vs.2, blood disorders 4vs.l, 
poor general health 3vs.O, hearing problems 6vs.3, diabetes 5vs.2 and chest 
complaints 22vs.l4. As can also be seen from Table 1, of those young people 
recorded as having epilepsy, no references were uniquely made on the Aide 
Mémoire. In addition, although very low percentages were found for some 
of the more serious health problems, reference to health conditions such as 
heart trouble, brittle bones, German measles, stomach/gastric problems, 
hepatitis and also weight problems, were all recorded by school guidance 
staff on the School Careers Service Report (CS4). More similar frequencies 
were found among the School Report and the Aide Mémoire only figures for 
health problems such as poor eyesight, allergies, joint problems, and 
glandular/scarlet fever.
In general therefore, information about health is recorded by school 
guidance staff on the School Careers Service Report and is usually available 
to the careers officer prior to the Vocational Guidance Interview. The 
exceptions to this were accidents, m outh/throat problems and pregnancy, 
and among the more serious health conditions, no reference was made on 
the CS4 to spinal problems, Crohn's disease, cerebral palsy, lump removed 
from breast and haemophilia. It seems unlikely that school guidance staff 
would be unaware of the aforementioned health problems (unless some 
occurred after the young person left school). It is possible that there was no 
School Careers Service Report available for these pupils (due to absence from 
school), or that health information was not recorded on the School Report 
but communicated verbally to careers staff.
Other Attributes in Careers Service Units
Table 2 groups attributes other than health which were recorded in young 
people's units. These attributes were first classified into detailed codes, 
which were subsequently grouped into the categories shown on this and 
later tables. The results of both processes are recorded in Appendices 2.16a- 
b.
' '' ' l yj  -1% 1 ' ■ n -  r - r . ; . A - ^ ............................................. ..................................
117
Considering these other attributes (Table 2), to which the great majority of 
units make some reference, it is interesting to note that far more positive 
than negative references are recorded. Thus positive references to behaviour 
(71%), appearance (60%) and speech (59%), positive academic attributes 
(21%) and positive interview (11%), far outweigh negative references. By 
contrast, references to negative behaviour (19%), reasonable (neither positive 
nor negative) appearance (6%), negative appearance (4%), negative speech 
(4%), negative academic attributes (13%), average academic ability (3%), 
reasonable interview (2%) and negative interview (1%) were lower.
As can be seen, and again in common with information about health, more 
reference was made on the School Careers Service Report (CS4) than the 
Aide Mémoire (only) to young people’s positive or negative behaviour, 
appearance and speech, positive academic ability, family health and 
domestic problems (though not one parent family), vague career ideas, 
quietness, negative timekeeping and attendance, and extrovert character.
These data show that because school guidance staff know pupils reasonably 
well (compared to the much more limited contact young people have with 
careers officers), how dependent careers officers are on them regarding a 
range of background information about their client.
While the foregoing is in many respects unsurprising, it is however 
interesting to note that in respect of references to young people's height (tall, 
medium, and below average) and physique (slim, average and heavy build), 
such references were almost entirely made by the careers officers (Aide 
Mémoire only). Other attributes recorded mainly by careers officers 
incorporated various idiosyncratic information including hair colour and 
style, reference to skin tone, (ie if young person had freckles, acne or pale 
complexion etc), young appearance for age, overweight, and of course their 
(negative and positive) perceptions of them during the Vocational Guidance 
Interview. This included positive, reasonable or negative job prospects or if 
they were sacked from their YT scheme. However, references to reasonable
1:
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COnCLUSIOn
The preceding analysis has offered a useful background to the types and 
frequencies of data to be examined in more depth in chapter six. This 
distinguished between information provided by school guidance staff and
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or negative appearance, negative or average academic attributes, negative 
speech, and dyslexia were made equally by school guidance staff and careers 
officers.
Considering next what young people themselves reveal about health on their 
Pre-Interview questionnaire (CSlSa), it can be seen that the most frequent 
health conditions recorded by young people were poor eyesight, allergies 
and chest complaints (see Table 1, column 2). Compared to information 
recorded on the School Careers Service Report (CS4) and the Aide Mémoire 
(CS2) only, it is clear that less health information is recorded by young 
people on their Pre-interview form. For example, compared to the CS4, there 
was less information on the Pre-interview form about joint problems, 
diabetes, epilepsy, blood disorders, and glandular/scarlet fever, all of which 
illustrate how young people themselves might withhold health information 
from other gatekeepers.
However, there were a few examples of health information disclosed by 
young people on their Pre-interview form which were not recorded on the 
School Careers Service Report (CS4), for example, spinal problems and 
cerebral palsy (as indicated earlier, kidney removed and meningitis did not 
appear on either the CS4 or CS2). This might be due to health information 
being communicated verbally by guidance staff to careers officers, or to a 
failure of guidance staff to communicate information, or to ignorance of 
guidance staff about the problem. Young people might also record a health 
condition on their Pre-interview form which is no longer problematic (see 
Appendix 2.2c).
 :   .
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young people prior to the Vocational Guidance Interview and information 
recorded on the Aide Mémoire by careers officers during the VGI itself.
It is evident that a vast amount of information about health and other 
attributes is recorded about young people in Careers Service units. This is a 
good indication of routine labelling processes and information management 
within the Careers Service. Overall, in as much as 68% of the units, reference 
was made to positive health', while 20% were recorded as having a health 
problem. When comparisons were made between the School Careers Service 
Report and Aide Mémoire (only) figures, it is clear that many more 
references are made in the school report concerning a wide range of health 
problems. For example, no references to epilepsy were made on the Aide 
Mémoire alone. This highlights the dependence of careers staff on guidance 
teachers for the receipt of health information, particularly if they fail to 
receive this information from other sources. Similarly, although numbers 
were low, this was also the case for more serious health problems.
However, as shown, there were exceptions to this; some serious health 
problems (including Crohn's disease, cerebral palsy, and haemophilia) were 
solely noted on the Aide Mémoire and were not recorded on the CS4. 
Although this information might be communicated verbally to careers 
officers, such issues raise important questions about the adequacy and non­
disclosure of health information to the Careers Service.
When other attributes were considered, more references were made on the 
School Careers Service Report (CS4) than the Aide Mémoire (only) to types 
of information about pupils that school guidance staff obviously have more 
knowledge about (for example, timekeeping and attendance in school, 
behaviour etc). These findings again highlight the way careers officers rely 
on guidance staff for various background information about their client.
Significantly however, some attributes were usually only recorded on the 
Aide Mémoire (CS2). This included information regarding young people's 
height and physique, idiosyncratic attributes about appearance, and careers
__________________________________ __________
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officers' (negative and positive) perceptions of young people during their 
Vocational Guidance Interview. The extent to which information in the units 
affects decision making and selection processes within the Careers Service is 
a vital consideration in the present research.
Finally, with regard to young people's Pre-interview forms (CSlSa), it is 
interesting that more minor health conditions tended to be disclosed. 
Furthermore, fewer young people recorded health conditions such as 
epilepsy and diabetes, which suggests young people themselves may conceal 
health information. Other research (DE 1989:8) confirms the above findings 
and has shown how young people and their parents are reluctant to reveal 
disabilities to the Careers Service as this might harm employment prospects. 
Careers staff at present therefore continue to operate within a context of 
uncertainty, and it is not unknown for young people with health problems to 
'slip through the net' and enter jobs which might make their health condition 
worse.
To conclude, the foregoing sets the background to an analysis of the way 
such information varies by other characteristics of young people and most 
importantly, their link to destinations. In chapter 6 the analysis of health and 
other attributes is considered in more depth, specifically in relation to young 
people's destinations by local labour market area and year of leaving school.
Table 1 Frequency (and percentage) of reference to health in Careers Service Units (n=1099)
S Report 
(CS4)
Pre­
interview
(CS18A)
Aide
Mémoire
(CS2)
Aide
Mémoire
(only)
Total
Health positive 556 25 557 196 752
% (50.6) (2.3) (50.6) (17.8) (68.4)
Poor eyesight 58 38 85 54 112
(5.3) (3.4) (7.7) (4.9) (10.2)
Allergies 36 26 46 30 66
(3.3) (2.4) (4.2) (2.7) (6.0)
Chest complaints 22 24 28 14 36
(2.0) (2.2) (2.5) (1.3) (3.2)
Headaches 15 6 5 2 17
(1.4) (0.5) (0.5) (0.2) (1.5)
Pregnant 0 0 1 1 1
- - (0.1) (0.1) (0.1)
Poor general health 3 0 0 0 3
(0.3) - - - (0.3)
Mouth/throat problems 1 0 2 2 3
(0.1) - (0.2) (0.2) (0.3)
Physiotherapy 1 0 1 1 2
(0.1) - (0.1) (0.1) (0.2)
Spinal problems 0 2 2 2 2
- (0.2) (0.2) (0.2) (0.2)
Club feet 1 0 2 1 2
(0.1) - (0.2) (0.1) (0.2)
Crohn’s disease 0 0 1 1 1
- (0.2) (0.1) (0.2)
Hearing problems 6 7 7 3 9 ;
(0.5) (0.6) (0.6) (0.3) (0.8)
Joint problems 4 3 6 4 8
(0.4) (0.3) (0.5) (0.4) (0.7)
Diabetes 5 1 6 2 7
(0.5) (0.1) (0.5) (0.2) (0.6)
Epilepsy 6 3 3 0 6
(0.5) (0.3) (0.3) - (0.5)
Accidents 1 0 4 4 5
(0.1) (0.4) (0.4) (0.5)
Table 1 Continued
S Report 
(CS4)
Pre­
interview
(CS18A)
Aide
Mémoire
(CS2)
Aide
Mémoire
(only)
Total
Blood disorders 4 2 1 1 5
(0.4) (0.2) (0.1) (0.1) (0.5)
Gland/scarlet fever 2 1 3 2 4
(0.2) (0.1) (0.3) (0.2) (0.4)
Psychological problems 1 0 1 1 2
(0.1) - (0.1) (0.1) (0.2)
Weight problem 2 0 1 0 2
(0.2) - (0.1) - (0.2)
Heart trouble 2 2 1 0 2
(0.2) (0.2) (0.1) - (0.2)
Cerebral palsy 0 1 1 1 1- (0.1) (0.1) (0.1) (0.1)
Brittle bones 1 0 1 0 1
(0.1) ■" (0.1) - (0.1)
German measles 1 0 0 0 1
(0.1) - - - (0.1)
Young person’s hair fell out 1 0 1 1 2
(0.1) - (0.1) (0.1) (0.1)
Lump removed/breast 0 0 1 1 1- ” (0.1) (0.1) (0.1)
Stomach/gastric problems 1 0 0 0 1
(0.1) - - - (0.1)
Hepatitis 1 0 0 0 1
(0.1) - - - (0.1)
Haemophilia 0 0 1 1 1- - (0.1) (0.1) (0.1)
Grumbling appendix 1 1 1 1 2
(0.1) (0.1) (0.1) (0.1) (0.1)
Kidney removed 0 1 0 0 1- (0.1) - - (0.1)
Meningitis 0 1 0 0 1“ (0.1) - (0.1)
TOTAL REFERENCES 732 144 769 326 1060
TOTAL UNITS 1099 1099 1099 1099 1099
Table 2 Frequency (and percentage) of reference to other attributes (n=1099)
S Report 
(CS4)
Aide
Mémoire
(CS2)
Aide
Mémoire
(only)
Total
Positive behaviour 648 551 129 777 I% (58.9) (50.1) (11.7) (70.7)
Negative behaviour 120 106 86 206
(10.9) (9.6) (7.8) (18,7) .
Positive appearance 457 453 207 664 '
(41.5) (41.2) (18.8) (60.4)
Reasonable appearance 37 33 29 66 :
(3.4) (3.0) (2.6) (6.0)
Negative appearance 25 25 20 45
(2.3) (2.3) (1.8) (4.1)
Positive speech 460 390 192 652
(41.8) (35.4) (17.4) (59.3) t
Negative speech 24 21 19 43
(2.2) (1.9) (1.7) (3.9) t
Positive academic 192 57 40 232
(17.4) (5.2) (3.6) (21.1)
Average academic 17 17 16 33 I
(1.5) (1.5) (1.4) (3.0) t
Negative academic 67 84 73 140 I
(6.1) (7.6) (6.6) (12.7)
Positive interview 3 122 122 125
(0.3) (11.1) (11.1) (11.3)
Reasonable interview 4 14 14 18
(0.4) (1.3) (1.3) (1.6)
Negative interview 0 14 14 14
- (1.3) (1.3) (1.3) 1
Positive job prospects 37 63 60 97
(3.4) (5.7) (5.4) (8.8)
Reasonable Job prospect 0 14 14 14
- (1.3) (1.3) (1.3)
Positive home background 19 7 6 25
(1.7) (0.6) (0.5) (2.3)
Negative timekeeping & attendance 93 17 9 102
(8.5) (1.3) (om (9.3)
Table 2 continued
S Report 
(CS4)
Aide
Mémoire
fCS2)
Aide
Mémoire
(only)
Total
Career questioned by guidance 7 11 11 18
teacher and career officer
(0.6) (1.0) (1.0) (1.6)
Vague career ideas 17 49 10 27
(1.5) (4.4) (0.9) (2.4)
Young person wants to leave school 12 18 18 30
(1.1) (1.6) (1.6) (2.7)
Young person should leave school 11 13 10 21
(1.0) (1.2) (0.9) (1.9)
Sacked YT 0 4 4 4 .I-
- (0.4) (0.4) (0.4)
Family health/domestic problems 17 18 12 29
(1.5) (1.6) (1.1) (2.6)
One parent family 7 14 12 19
(0.6) (1.3) (1.1) (1.7)
Tall 0 167 167 167
- (15.1) (15.1) (15.1)
Medium height 0 300 300 300
- (27.2) (27.2) (27.2)
Below average height 3 86 83 86
(0.3) (7.8) (7.5) (7.8)
sum build 4 156 154 158
(0.4) (14,1) (14.0) (14.2)
Average build 2 263 262 264
(0.2) (23.9) (23.8) (24.0)
Heavy build 5 52 49 54
(0.5) (4.7) (4.4) (4.9)
Overweight 1 8 7 8
(0.1) (0.7) (0.6) (0.7)
Hair colour/style 0 122 122 122 %- (11.1) (11.1) (11.1) 1
Skin tone 0 12 12 12 ' 1- (1.1) (1.1) (1.1) ■|
Quiet 158 157 94 252 ■ Û_ (14.3) (14.2) (8.5) (22.9)
■#
■
■i
a
Table 2 Continued
S Report 
(CS4)
Aide
Mémoire
(CS2)
Aide
Mémoire
(only)
Total
Extrovert 13 4 2 15
(1.2) (0.4) (0.2) (1.4)
Looks young for age 5 16 15 20
(0.5) (1.4) (1.4) (1.8)
Dyslexic 1 2 1 2
(0.1) (0.2) (0.1) (0.2)
TOTAL REFERENCES 2466 3460 2395 4861TOTAL UNITS 1099 1099 1099 1099
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CHAPTER 6
ATTRIBUTES AnD DESTInATIOnS: CHARACTERISTICS AnDPATTERnS OF CAREERS SERVICE UnITS In TWO LABOUR MARKETS
InTRODUCTIOn AnD BACKGROUnD
There are two main foci in this chapter: first, the extent to which variation 
between labour markets is observed; second the relationship between 
attributes and destinations. A central hypothesis examined is whether 
information about young people's health and other attributes is more 
frequently recorded on Careers Service units in an area which has limited 
training and employment opportunities (Area 2). Another important issue 
concerns the way such information might vary by school leaving date and 
destination. But the chief issues concern the possibility of negative health 
selection or negative selection by other attributes for labour market 
destinations. Here, the term negative health or other selection refers to how 
some young people are not selected by careers staff for available vacancies 
and therefore remain unemployed, or are selected into (support and 
negative) premium YT schemes. Positive health selection by contrast refers 
to the avoidance of these outcomes and specifically the securing of a 
mainstream YT placement.
After outlining the main characteristics of the sample, chapter six is divided 
into five sections, each examining different characteristics and labour market 
patterns emerging from the unit data.^
In section one, the main focus is to investigate whether or not there are 
differences between those with and without health problems entering YT, 
employment, further and higher education, or becoming unemployed within 
each area. Given that previous research has shown how those with serious 
disabilities are more likely to face discrimination in the labour market (see 
ch.4), section two extends the above analysis to incorporate young people
1 All tables appear at the end of chapter six.
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with major and minor health problems. An important question relates to 
whether there is evidence of negative health selection taking place for those 
with major health problems, or if findings suggest that careers staff adopt a 
more proactive response to placement outcome even for those with such 
health problems.
In sections three and four consideration is given to the way in which 
opportunity structures impact upon young people’s routes into the labour 
market, particularly entry into YT premium and mainstream schemes within 
the contrasting areas. Further analysis continues the health theme developed 
in sections 1 and 2, and considers whether more young people with health 
problems are likely to enter the worst types of premium schemes, which 
might suggest negative health selection is taking place, or whether evidence 
suggests that careers staff do have an effect on client need and are able to 
secure placements for those with health problems, even in an area with 
limited training and employment opportunity (Area 2).
Previously, it was pointed out how certain personal characteristics were 
identified as important to successful transition (ch.3). These included young 
people's qualification level, age, family background (parental education or 
fathers' social class) and the overall adult employment rate in the local 
labour market (see Raffe 1988). Others have suggested that certain 
characteristics of young people, (most notably lack of qualifications and 
parental unemployment) were even more significant than area characteristics 
(Gamer et al 1988), though it was later acknowledged that neighbourhood 
deprivation could affect the number of O' levels gained and subsequent 
entry into the labour market (Garner 1989).
With the introduction of youth training schemes, however, even more 
attention is paid to young people's non-academic attributes, including 
appearance, personality, speech, and social background etc., particularly in 
respect of entry to premium schemes. As seen in the description of Careers 
Service data (ch.5), a great deal of reference is made to various negative and 
positive attributes regarding young people.
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In section five, attention therefore turns to a closer examination of the 
relationship between negative and positive attributes and destinations, 
controlling for area and year of leaving school. Given that research evidence 
has shown both how more negative labels are associated with 'sink' schemes 
(Roberts and Parsell 1989a), and the 'types' of young people entering them 
(ch.3), and that greater demands are being placed on careers staff to pre­
select 'more able' youth in line with new YT initiatives (NVQ's) and 
employers' recruitment criteria (ch.4), section five examines whether 
negative attributes are more frequently associated with support and negative 
premium schemes compared to other YT schemes, and if this varies by 
labour market.
CHARACTERISTICS OF THE SAMPLE
Table 1.1 gives an outline of the broad characteristics of the samples 
obtained from careers offices in Area 1 (an area with good employment and 
training opportunities) and Area 2 (an area with high levels of 
unemployment and limited training opportunities). Specifically, the 
percentages refer to the sex of young people within each of the samples, 
school, year of leaving school and destinations.
Overall, both samples contained rather more males than females although 
the difference between Area 1 and Area 2 was not statistically significant. In 
respect of year of leaving school, a higher proportion in Area 2 (38%) left 
school after 4th year compared to those in Area 1 (25%). By contrast more 
young people left school after 5th (31%) and 6th year (44%) in Area 1 
compared to 24% and 38% respectively in Area 2. These overall differences 
were statistically significant at the 0.1% level. Reflecting the national trend in 
the stay-on rate for those remaining in full-time education, particularly since 
1987 (Roberts and Parsell 1989b; Gray and Sime 1990), more young people in 
the two areas combined remained in school until their 6th year compared 
with leavers in their 5th or 4th year.
    ^ ^
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The table also shows young people's destinations by area. Despite 
considerable similarity between the two samples, there are differences 
between the areas particularly in respect of the higher proportion in Area 2 
(53%) going into YT than in Area 1 (47%). The really striking differences, 
however, occur in the type of YT provision, with almost twice as many 
trainees in Area 1 going into mainstream schemes than in Area 2 and 
conversely many more in Area 2 entering endorsed, negative, and support 
schemes, patterns which highlight the contrasting opportunity structures 
operating within both localities.
Excluding the 'else' category, the difference overall in destinations between 
the two areas was statistically significant at the 0.5% level, as was the 
difference between YT and remaining destinations.
-iii-............................................. ......... ........
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SECTION 1
HEALTH PROBLEMS BY AREA, YEAR OF LEAVInG SCHOOL, AnD DESTInATIOnS
As previous chapters have shown, little is known about the numbers with 
health problems attending mainstream schools or the processes involved 
when young people establish contact with the Careers Service and make 
their transition into the labour market. From analysis of Careers Service unit 
data, this section focuses on the percentages of young people with health 
problems by area, year of leaving school, and destinations. 'Health problem' 
refers to all references to health as outlined on Table 1, Chapter 5. Because of 
the way health problems and destinations vary by the year young people 
leave school, it is important to take account of such information; this has 
been presented in three way tables where relevant.
Health Problems by Area
Overall, around one in five young people were recorded as having a health 
problem. Table 1.2. shows that there were no significant differences 
between Area 1 and Area 2, though the latter (26%) did have rather higher 
rates than the former (21%).^ These findings are important for two reasons. 
First, they confirm other research studies, for example, the Standing 
Committee of Regional Careers Officers (1990), which highlighted how a 
number of young people with health problems were entering mainstream 
schools. Second, they underline the need for additional support and health 
information to be more readily available to careers staff, as research has 
shown how some young people with health problems enter employment 
which can make their health condition worse (DE 1989).
2 Only those chi square values that are significant are reported in each of the tables from sections one to five.
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Health Problems by Area and Year of Leaving School
The percentages of young people with health problems by year of leaving 
school is shown in Table 1.3. Of those leaving school in their 4th year, 22% 
had health problems, compared to 30% in 5th year and 18% in 6th year; 
differences which were highly significant at the 0.1% level. The percentage 
of health problems by year of leaving school within Area 1 and Area 2 is 
shown in Table 1.4. As can be seen, more 5th year leavers in both areas had 
health problems and in addition, within each year the percentage of young 
people with health problems (though not statistically significant) was 
consistently higher in Area 2 than Area 1. This might suggest those with 
poor health were remaining in, or being held back in school due to health 
related absences.^
Destinations by Health Problems
Transitional research during the 1980's and 1990's highlighted the trend for 
more school leavers to enter youth training schemes, with a subsequent 
dramatic reduction in the percentages of young people entering full time 
employment (Furlong and Raffe 1989; Furlong 1992). Table 1.5 shows the 
destinations of young people with and without health problems. As can be 
seen, a similar pattern is evident in the present study; far less young people 
with and without health problems entered employment compared to YT. 
Overall, in the combined sample, the destinations of these two groups is 
significantly different (5% level); though the difference is predominantly 
explained by the percentage entering YT. Young people with health 
problems (57%) were more likely to enter YT than those without health 
problems (46%); differences which were significant at the 1% level.
3 As this research analysed the Summer 1990 year-group, it seems less likely that these 5th year leavers were 
'conscripts', who generally relate to Christmas 5th year leavers.
..... ....
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Destinations by Health Problems By Area
Of interest to the present research is the extent to which health impacts on 
young people's destinations within different labour market contexts. 
Considering next young people's destinations with and without health 
problems by area (Table 1.6), in Area 2 the overall difference in destinations 
was statistically significant between those with and without health problems 
(0.5%), A similar analysis for Area 1 narrowly failed to show significant 
differences.
When looking specifically at YT, the particularly high rates in Area 2 (67%) 
for those with health problems is striking. An 18% difference is apparent 
when compared to those with no health problems (49%). This difference is 
statistically significant at the 1% level. Corresponding percentages in Area 1 
showed a 9% excess among those with health problems entering YT 
compared to those without health problems, though the difference was not 
significant. Given the effect of year of leaving school on destinations, 
however, it is important to take this into account. Accordingly, the 
distributions by area and year left school are shown in Table 1.7. As the 
principal interest is in YT, other comparisons will only be briefly referred to, 
or omitted if not relevant.
Destinations by Health Problems, Area and Year of leaving School
In the disadvantaged area (Area 2), a higher percentage of those young 
people with health problems in 4th year (91%); 5th year (75%) and 6th year 
(28%) entered YT compared to those with no health problems 
(corresponding percentages are 75%, 61% and 18%). By contrast, of those 
with and without health problems in the better labour market (Area 1), the 
percentage entering YT was very similar for those leaving in 4th year 
(84vs.83%) and 5th year (59vs,60%). Only among 6th year leavers did
■ X : : : :   ...................................
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slightly more young people with health problems (23%) enter YT compared 
to those without (16%).
These findings suggest that while YT was the most frequent destination for 
young people with and without health problems in both areas, a higher 
proportion entered YT in Area 2; a proportion which increased further 
among those with health problems, especially those leaving in 4th year.
It appears that due to limited employment opportunities in Area 2, youth 
training might be seen as a better bet, or as the only real alternative. While 
this is true for young people with and without health problems, it is even 
more so for the former, particularly among minimum-age school leavers. By 
contrast in Area 1 health did not seem to matter. Only among 6th year 
leavers in Area 1 were there slightly more with health problems entering YT, 
which suggests a delayed transition for these individuals.
Overall, and as expected, the percentage in employment among all year- 
groups for those with and without health problems was low in both areas 
(apart from a slightly higher proportion in Area 1 among 5th year leavers 
without health problems). Also, in both areas more young people leaving in 
6th year entered further and higher education. In respect of young people 
with health problems, however, only in Area 1 was there evidence of a 
difference; more without health problems entered higher education, 
compared to those with. This was counterbalanced by the higher proportion 
with health problems entering further education. Among 5th year leavers, 
on the other hand, none of those with health problems in Area 2 entered 
further education compared with 14% of those without health problems. 
Only here did YT substitute for better opportunities.
For the most part, as can be seen in Table 1.7, in both areas, YT substituted 
for unemployment. However, there was a tendency for more 4th and 6th 
year leavers without health problems to be unemployed compared to those 
with, a pattern most pronounced among 4th year leavers in Area 2 
(3%vs.8%). Research shows that the longer young people remain in school
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the more difficult it is to enter training and employment. However, the 
above findings, which control for age of leaving school, suggest careers staff 
are adopting a proactive approach for clients with health problems, and thus 
preventing them from becoming unemployed.
In summary then, a number of points can be made. First, more young 
people in Area 2 had health problems compared to Area 1 (though the 
difference was not statistically significant), and more with health problems 
left school in their 5th year from both areas. Second, in terms of destinations, 
and in line with wider transitional trends in general, more young people 
(with and without health problems) entered youth training than any other 
destination. Third, more entered YT in the disadvantaged area (Area 2), and 
even more with health problems did so, particularly among 4th year leavers. 
As expected, in both areas generally similar low percentages were found for 
those (with and without) health problems entering employment, particularly 
in the disadvantaged area (Area 2), and on the whole YT did not substitute 
for lower percentages entering further and higher education.
Rather, in Area 1 and Area 2, more without health problems were 
unemployed, compared to those with. Thus, despite real difficulties in 
finding employment placements, especially in the disadvantaged area (Area 
2), careers officers appeared to respond effectively in placing young people 
with health problems into youth training and in keeping them off the 
unemployment register.
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SECTION 2
MAJOR AnD MInOR HEALTH PROBLEMS BY AREA, YEAR OF LEAVInG SCHOOL, AnD DESTInATIOnS
Previous research has shown how in comparison with able bodied youth, 
young people who are disabled experience discrimination in the labour 
market (see ch.4). Within this context, analysis of the role of careers staff in 
striving to maintain equal opportunities for clients with a range of health 
problems is vital. Following on from section 1, section 2 (Tables 2.1 through 
2.4) examines the above issues in relation to major and minor health 
problems. As outlined in chapter 2, the criteria used to define major health 
problems were justified by reference to ICD serious health codes and from 
guide-lines on the YIO form issued by the School Medical Service (see 
Appendix 2.7 ). This section is important as it is plausible that in line with 
wider social trends, negative health selection would occur for more serious 
health conditions and that minor health problems are less significant.
The percentage of recorded major health problems was nearly twice as high 
in Area 2 (11%) compared to Area 1 (6%) (Table 2.1); a difference significant 
at the 1% level. A slightly higher percentage was also found for minor health 
problems (Table 2.2) in Area 2 (22%) compared to Area 1 (18%), though the 
difference was not statistically significant. When year left school is taken 
into account (Table 2.3) rates of major health problems were still higher in 
Area 2 and more with major health problems left in their 5th year, suggesting 
that these young people remain in school longer, or are held back in school 
due to ill health; though none of the differences reached statistical 
significance. As with figures for health problems in general, these data are 
very important in highlighting how a large proportion of young people with 
serious health problems are pupils in mainstream schools, particularly in the 
disadvantaged area.
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Destinations By Major Health Problems and Area
As shown previously in Tables 1.4 and 1.5, the majority of young people 
with and without health problems entered YT, although those with health 
problems were more likely to do so, particularly from Area 2 and among 
those leaving school in their 4th year (Table 1.6). Table 2.4 shows young 
people's destinations by major health problems in each of the areas^. In 
general, the pattern of findings for those with major health problems was 
similar to that for any health problems. As can be seen, among those 
entering YT, in Area 2 more with health problems (70%) did so compared to 
those with health problems (56%) in Area 1, differences significant at the 1% 
level. Some variation between those with and without major health 
problems entering YT is observed. For example, in the disadvantaged area 
(Area 2), 70% of those with  major health problems entered YT compared to 
52% without. Corresponding figures in the better labour market area (Area
1) were lower; 56% with major health problems entering YT compared to 
46% without, though none of the differences reached statistical significance.
Again, opportunity structures were crucial in determining young people's 
routes into the labour market. Overall the percentage with and without 
major health problems entering employment in both areas was low; in Area 
2, no young people with major health problems entered employment 
compared to 4% without major health problems. Corresponding percentages 
in Area 1 showed greater similarity (5% vs.6%).
There was also little difference in either area in the percentage with and 
without major health problems entering further or higher education, though 
in Area 1 more without major health problems entered higher education 
than those with health problems. As the interviews will reveal, these 
findings confirm careers staffs' accounts of their perceptions regarding 
clients' health; specifically, that health mattered more for young people
4 Overall destination significance was not possible as some figures were too small for analysis.
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entering youth training and employment and less so for those entering 
further and higher education.
However, among those young people with no major health problems, the 
likelihood of being unemployed was higher compared to those with major 
health problems, a difference more marked in Area 2 (14%;3%) than Area 1 
(12%:7%).
In summary then, the findings strongly suggest that careers staff adopt a 
proactive approach to those with health problems. Despite the lack of 
employment opportunity, particularly in the disadvantaged area (Area 2), 
positive health selection into youth training took place for those with any 
health problem (section one) and with more serious health problems (section 
2), and less of them were unemployed.
On a micro-sociological level, analysis of the School Careers Service Report 
(CS4) and Aide Mémoire (CS2) allows a useful insight into what types of 
health and other attributional information careers staff receive about young 
people, and how they respond to client need across a range of different 
criteria. In respect of careers officers’ decision making regarding young 
people with health problems, examples of the School Careers Service Report 
(CS4) and Aide Mémoire (CS2) documents are examined in more detail (see 
Appendices 6.1a-b at the end of the thesis). In one example, careers staff 
adopted a proactive response to a client with epilepsy in Area 1 (Appendix 
6.1a). In another, they did the same with a young person with heart trouble 
in Area 2 (Appendix 6.1b). Thus even in an area with high unemployment, 
careers staff can successfully manage to secure placement.
 :   _
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SECTION 3
EnTRY InTO SUPPORT AnD nEGATIVE YT AnD EnDORSEMEnT WITHIn YT BY AREA, YEAR OF LEAVInG SCHOOL AnD HEALTH PROBLEMS
Compared to other destinations, the majority of young people in the present 
research entered youth training, particularly in the disadvantaged area (Area
2). A closer examination of YTS (ch.3) revealed how schemes were stratified, 
distinguishing between 'employee status' and more favoured (basic) Mode A 
mainstream schemes which offer better employment opportunities from 
their placements, and low status Mode B 'premium' or 'sink schemes' 
(Roberts and Parsell 1989a), which 'mopped up' disadvantaged youth. YTS 
was also used by successive employers as a method of 'screening' potential 
recruits. The Careers Service's role during this process is undoubtedly vital, 
specifically in offering a pre-selection service to fit employers' YTS 
recruitment criteria (ch.4).
The following two sections, then, focus more directly on the relationship 
between young people's health problems and entry into specific types of 
'premium' (support and negative) schemes (section 3) and 'basic' mainstream 
schemes (section 4), controlling for area and year left school. An important 
consideration is the extent to which opportunity structures in the contrasting 
areas impact on young people’s routes within YTS.
As outlined previously (ch.3), premium support schemes are geared towards 
young people with special needs including those with poor social skills, 
learning difficulties, emotional, health, or behavioural problems etc., who 
require a more sheltered, supportive environment. This includes schemes 
such as Springboard, Link and Community Industry. However, the 
perception of the 'types' of young people attending these schemes is summed 
up in the way the CT initials are said to represent "Criminals and Idiots". 
Negative YT refers to those premium schemes which, because of their low 
status and poor reputation, have become stigmatised by careers staff and
  -
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their clients; this includes the Training Workshops (more commonly referred 
to as the 'Nut Hut', 'Monkey House' or 'Fun Factory') and the Community 
Project Agencies (CPA's).
Entry into Support and Negative Schemes Within YT by Area
Tables 3.1a-c show the percentages of young people in support and negative 
YT schemes and those endorsed within their YT schemes by area. As can be 
seen, the different opportunity structures within the two areas are vital in 
determining outcome. Among those entering YT in the disadvantaged area 
(Area 2), young people were as much as seven times more likely to be in 
support YT schemes (21%) compared to those (3%) in Area 1; a difference 
highly significant at the 0.1 % level. They were also over three times more 
likely to enter negative YT schemes (13%) compared to Area 1 (4%), again 
significant at the 0.1% level. Furthermore, young people were over four times 
as likely to be endorsed in Area 2 (19%) compared to Area 1 (4%), also 
significant at the 0.1% level.
These findings as well as data for mainstream YT (see Tables 4.1 through 4.3) 
highlight the way premium and mainstream youth training opportunities 
are differentially structured within the two labour markets. The likelihood 
of young people entering support and negative YT and being endorsed 
within YT are strikingly higher in the disadvantaged area (Area 2).
Entry into Support and Negative YT and Endorsed within YT by Area and Year of Leaving School
Research has shown how pupil's year of leaving school can affect transitional 
outcome; some young people who remain in school longer can 'collect' more 
negative attributes and become cut off from certain segments of the labour 
market (ch.3). Tables 3.2a-c examine young people's entry into support and 
negative youth training and those endorsed within their YT scheme by area 
and year of leaving school.
 :   ___
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As can be seen from the tables, in contrast to their counterparts in the better 
labour market (Area 1), where overall percentages were very low, more 4th 
year leavers in Area 2 went into premium support (32%) and negative (17%) 
schemes and were endorsed within YT (22%) compared to 5th and 6th year 
school leavers. In the present study then, it was principally minimum-age 
school leavers in the disadvantaged area who entered the worst schemes.
Entry into Support and Negative YT and Endorsement within YT by Health Problems
In sections 1 and 2, it was shown that more young people with and without 
health problems in both areas entered youth training than other destinations, 
though more did so in the disadvantaged area (Area 2), particularly among 
those with health problems (Table 1.6). Attention now turns to young 
people’s entry into support and negative schemes and those endorsed within 
YT for those with and without health problems. As can be clearly seen from 
the tables (Tables 3.3a-b), when comparisons are made between those with 
and without health problems in Area 1 and Area 2, in contrast to findings for 
YT in general, no significant differences are found (though as expected, 
percentages in support and negative YT are much lower in Area 1).
In the disadvantaged area, of those entering YT, only 4% more with health 
problems (24%) entered support schemes compared to those without health 
problems (20%), even although schemes like Community Industry, Link, and 
Springboard are supposedly geared for young people with special needs (see 
Appendix 2.18). Similarly among those with and without health problems 
entering negative schemes in Area 2, no differences were found (13% 
vs.13%).
As the interviews with careers staff will reveal, careers officers' doubts about 
some premium schemes meant that they would try and 'protect' clients with 
health or emotional problems from entering, for example. Cl (Community
4 ' ,    ^ -
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Industry) and the Training Workshops. This was because of the 'types' of 
young people entering these schemes, and the negative reputation of the 
schemes themselves. Analysis of the Aide Mémoire document (see 
Appendix 6.2a at end of the thesis) clearly illustrates a careers officers' 
concern about placing a young person with health, psychological, and 
learning problems into a placement where "he won't get eaten by the bears".
One exception to this pattern was that in Area 2, 8% more with health 
problems (24%) were endorsed (Table 3.3c) compared to those without 
(16%), though differences were not significant. These findings are, however, 
in line with Careers Service procedure; in general, young people with special 
needs should be endorsed (either category A, B or C) before entering youth 
training (see ch.4).
In summary, then, section 3 has shown how opportunity structures are vital 
in determining young people's routes within YT, specifically entry into 
premium schemes in the two areas. Strikingly more minimum age school 
leavers from the disadvantaged area entered support and negative premium 
schemes and were endorsed within YT compared to their peers in the better 
labour market area.
However, in relation to health, findings in the present research do not 
suggest that young people with health problems are over-represented within 
the worst types of premium schemes, particularly within the disadvantaged 
area (Area 2) which had the greater number; a pattern which might have 
been expected if negative health selection were taking place. This strongly 
suggests that careers staff respond proactively to client need.
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SECTION 4
EnTRY InTO MAInSTREAM YT BY AREA, YEAR OF LEAVInG SCHOOL AnD HEALTH PROBLEMS
The extent to which opportunity structures in the contrasting areas 
differentially impact on young people's routes within YT is again 
demonstrated in this section, this time for young people's entry into 
mainstream (basic) YT schemes. As can be seen from Table 4.1, compared to 
those in Area 2, the chances of young people entering mainstream YT were 
higher in the better labour market (Area 1), a difference significant at the 
0.1% level; a pattern which held when controlling for year of leaving school 
(Table 4.2). Also, no significant differences in either area between those with 
and without health problems was found (Table 4.3). This supports the 
finding that negative health selection out of mainstream YT did not take 
place.
The next section now turns to a consideration of whether more attention is 
given to young people's (negative and positive) attributes in areas of high 
unemployment.
SECTION 5
REFERENCE TO VARIOUS NEGATIVE AND POSITIVE ATTRIBUTES BY AREA, YEAR OF LEAVING SCHOOL AND DESTINATIONS
During young people's transitions from mainstream school, interaction with 
various gatekeepers (for example, teachers, guidance staff and careers staff) 
inevitably result in the construction of certain negative and positive labels. 
As labelling is a feature of all social interaction, it can be viewed as part of 
normal bureaucratic procedure during young people's transitional process. 
As was shown (chapter 5; Tables 1 and 2), as well as health problems, a wide 
range of other attributes are recorded in Careers Service units.
^   ........
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In this final section (Tables 5.1 through 5.3), attention turns to the types of 
negative and positive attributes recorded about young people in Careers 
Service units in both areas. Of vital importance is whether wider 
opportunity structures operating in the labour market result in more 
attention being paid to young people's attributes in the disadvantaged area 
(Area 2), and the extent to which this affects selection processes within the 
Careers Service.
With the introduction of YTS, academic qualifications were often used by 
employers as gauge for other attributes of young people (including 
appearance, personality, speech, social background etc), or within some of 
the lower sectors, were not considered particularly relevant to placement 
(ch.3). Given this, a first objective is to examine young people's (overall) 
destinations by total negative (Table 5.1) and positive criteria (Table 5.2) by 
area and year of leaving school, with particular reference to YT.^
Destinations by Total Negative Attributes By Area and Year of Leaving School
Considering negative attributes first. Table 5.1 shows the destinations of 
young people by negative attributes (including negative academic ability, 
behaviour, appearance, speech, careers interview and circumstances), 
controlling for area and year of leaving school. In general, it can be seen that 
in each year group and in both areas, the distributions for those with and 
without negative attributes tend to be different. In particular, those with 
negative attributes are more likely to enter YT.
For example, in Area 1 among 5th year leavers with negative attributes, 72% 
entered YT compared to 52% without negative attributes; a 20% difference
5 With the destination data, negative and positive variables were merged to create total negative /positive attributes 
as figures for individual negative/positive variables were often too small for ^2 analysis.
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which was significant at the 1% level. In Area 2 among 6th year leavers, 48% 
of young people with negative attributes entered YT compared to 14% 
without; a difference significant at the 0.1% level. Other differences are not 
as large but, excepting the Area 2 5th year leavers, are always in the same 
direction.
The pattern in relation to unemployment, however, differs in Area 1 and 
Area 2. For example, and perhaps surprisingly, among 4th year leavers in 
Area 1, only 1% of young people with negative attributes were unemployed 
compared to 16% without negative attributes; differences significant at the 
0.1% level (this suggests a positive attempt to get those with negative 
attributes into YT in the better labour market area). By contrast, in Area 2 
among the same group, those with negative attributes (17%) were more 
likely to be unemployed compared to those without negative attributes (5%) 
differences which were also significant at the 5% level. (Similar analysis for 
5th and 6th year leavers in both areas showed no significant differences). 
This may suggest that more attention is paid to young people's negative 
attributes in the disadvantaged labour market, but this would only apply to 
4th year leavers. This interpretation is perhaps more plausible since their 
unemployment cannot be a result of them remaining in school, 'collecting' 
more negative attributes and then being cut off from certain labour market 
segments. It seems more probable that due to limited training and 
employment opportunities in Area 2, those young people with more 
negative attributes are less likely to be selected for available vacancies.
In terms of local area factors, the all-age unemployment rate tends to be a 
strong predictor of employment probability (Furlong and Raffe 1989). Those 
young people possessing certain characteristics, including lack of 
educational achievement and disadvantaged family background (ie the effect 
of parental education or of fathers social class; see Raffe 1988) become more 
vulnerable to unemployment under specific economic circumstances.
The present research findings indicate a similar pattern; those 4th year 
leavers with negative characteristics were more vulnerable to unemployment
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within the disadvantaged area (Area 2). An apparently contrary pattern 
among 5th and 6th year leavers in Area 2 was not significant. In contrast to 
findings on YT and those unemployed, not surprisingly, young people with 
negative attributes were less likely to enter further and higher education in 
both areas.
In summary then, analysis of destinations by total negative attributes by area 
and year of leaving school, found that in both areas, young people with 
negative attributes were more likely to enter YT. The pattern in relation to 
unemployment shows that in the better labour market area, more 4th year 
leavers without negative attributes were unemployed compared to those 
with. By contrast, in the disadvantaged area, a reverse pattern was found; 
more 4th year leavers with than without negative attributes were 
unemployed. This suggests more attention is paid to negative criteria in 
Area 2, and that subsequently, these young people are less likely to be 
selected for available vacancies.
Destination By Total Positive Attributes By Area and Year of Leaving School
Table 5.2 looks at the destinations of young people by positive attributes 
(including positive academic ability, behaviour, appearance, speech, 
(careers) interview and circumstances), controlling for area and school year. 
As can be seen, young people with positive attributes are also more likely to 
enter YT.
For example, in Area 2, of those leaving in 4th year over three and a half 
times more young people with positive attributes entered YT (86%) 
compared to those without positive attributes (23%); differences significant 
at the 0.1% level. A similar pattern is found in Area 1; among 4th and 5th 
year leavers, more with positive attributes entered YT, with differences 
significant at the 0.1% and 5% level respectively.
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Hence, more young people with positive attributes also entered YT. This 
might appear like a contradiction given the findings on negative attributes 
(Table 5.1). However, it is probable that there is simply more reference to 
attributes of any type (negative and positive) for individuals entering YT 
compared to elsewhere. (Appendices 6.3a and 6.4a-b at the end of the thesis 
highlight the recording of negative and positive attributes on the CS4 and 
CS2 for young people entering YT).
In contrast to findings on YT, (and in accordance with negative attribute 
variables Table 5.1), in all year groups in both areas, but particularly so in 
Area 2, those young people with no positive attributes were more likely to be 
unemployed. This again suggests that these young people are less likely to 
be selected for available vacancies. As findings relate to all year-groups, 
unemployment is not attributable to some young people remaining in school 
'collecting' more negative and fewer positive attributes and being cut off 
from certain labour markets.
Also, there was no evidence to suggest that those who entered further and 
higher education were more likely to have positive attributes in Area 1, 
though there was among 5th and 6th year leavers in Area 2. This is 
surprising as one would have expected more positive attributes to be 
recorded for those entering college or university in both areas. However, 
this is most probably a reflection of the way in which recording information 
in Careers Service units was much less a priority for 6th year leavers in a 
prosperous area than it was for 4th and 5th year leavers - a matter confirmed 
by careers staff in Area 1 during interviews (see ch. 7-8).
In summary then, compared to other destinations, more young people with 
positive attributes entered YT, particularly in the disadvantaged area; 
though this related to those young people who entered YT earlier in 4th and 
to a lesser extent 5th year. Among young people with positive attributes, 
there were consistently lower rates of unemployment, while among those 
with no such reference, unemployment rates were higher in Area 2 than
   -  _ .
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Area 1. This again suggests more negative attention is paid to young 
people's attributes in the disadvantaged area and that those with 
unfavourable attributes are less likely to be selected for available vacancies. 
Table 5.3 now extends this analysis to include premium support YT 
schemes.
Support YT Schemes According to Negative Characteristics By Area
Research into the stratification of YTS identified a surrogate youth labour 
market (Lee et al 1990) and showed how non-academic attributes including 
appearance, personality, speech, height, and social background, were even 
more significant in respect of young people's entry into premium or 'sink' 
schemes (Roberts 1986; Roberts and Parsell 1989a).
A number of factors, including year of leaving school, might influence young 
people's entry into premium youth training schemes. As discussed earlier, 
non-academic youth who remain longer in school might 'collect' more 
negative attributes and become closed off from certain sectors of the labour 
market. As numbers were low, year group analysis was not possible for 
Table 5.3; though the majority of young people entering support YT schemes 
were 4th year leavers.
Considering Area 2 first, although findings are generally not statistically 
significant, apart from one exception (those young people recorded as 
having a negative interview), consistently more young people entering YT 
who were recorded with negative attributes were in support YT compared to 
other schemes (Table 5.3). For example, 13/30 (43%) of those with negative 
academic ability and 6 /9  (66%) of those with negative appearance were in 
support YT compared to 16% and 18% respectively of those not described in 
this way, the first finding being significant at the 1% level. Similar patterns 
were observed in respect of the 7 young people in negative circumstances 
(57%:20%) and the 36 with negative behaviour (33%: 18%), differences which
--------------------------------------------------------------
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just fell short of the 5% significance level. In addition, of those recorded with 
negative attendance, negative speech and as having idiosyncratic 
characteristics, roughly one and a half to two times more young people were 
in support YT compared to those not so described.
By contrast, in the better labour market (Area 1)^ very little difference (1-2%.) 
was observed among young people entering YT between those with and 
without negative attributes in the percentage going into support YT. 
However, as was shown earlier (Table 3,1a), overall percentages were very 
low in this area for entry into support schemes.
Given that support schemes are more geared towards helping those with 
literacy and numeracy problems and enhancing personal development skills, 
findings which show a higher percentage of non-academic youth attending 
such schemes is not too surprising. However, as more of those young people 
recorded with negative appearance, behaviour, speech and attendance are in 
support YT, evidence from the present study suggests a certain 'type' are 
selected for these schemes. As pointed out previously (ch.3), employers 
sometimes use academic ability as a gauge for other attributes of young 
people, including motivation, reliability, communication skills and overall 
presentation etc.
This evidence is confirmed from more detailed analysis of information 
recorded in the School Careers Service Report (CS4) and Aide Mémoire (CS2) 
documents. As can be seen from Appendices 6.5a-d at the end of the thesis, 
careers staff drew attention to negative attributes during the selection 
process into premium support schemes, including Link , Springboard, Cl 
(Community Industry) and S.T.A., (Strathclyde Training Agency). For 
example, in Appendix 6.5a, the careers officer in Area 2 pointed out that
6 Chi-square analysis was often inappropriate from the Area 1 sample as there were too many cells with expected 
values less than 5.
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"because of his (young person's) appearance and speech, he is likely to be 
premium".
Negative references to girls' appearance, personality and academic ability, 
were recorded on the School Careers Service Report (CS4) and later assessed 
on the Aide Mémoire (CS2) according to their suitability for specific types of 
jobs, including entry into support schemes for hairdressing, nursery nursing 
and catering (see Appendices 6.5b-d). Among boys, references on the Aide 
Mémoire (CS2) also related to appearance, academic ability and disposition, 
ie whether they were quiet or immature, as well as to their stature and 
physique in terms of suitability for certain types of work (Appendices 6.6a- 
b). For example, in Appendix 6.6a, the careers officer pointed out that 
although the young person had a relevant group of subjects, he did not come 
across well during his careers interview and therefore doubted his entry into 
craft trades. He was submitted for garage work, but even here, the fact that 
he was five feet two inches and under eight stones, meant his suitability for 
this type of work was also questioned.
Negative selection into premium schemes also took place in the better labour 
market area; though, to a lesser extent than Area 2. For example, analysis of 
the Aide Mémoire document showed how a non-academic pupil was 
recorded as having poor communication skills and a "need for supervision", 
and thus considered unsuitable for an employer-led scheme (see Appendix 
6.6c).
Numbers are small in Table 5,3, and no breakdown by year of leaving school 
can be made as it has in previous tables. However Table 3.2a has shown that 
the great majority of those in support YT are 4th year leavers, so it is unlikely 
that this result is affected by pupils staying on and thereby either collecting 
negative attributes, or becoming cut off from particular segments of the 
labour market.
It seems, then, that the hypothesis that more attention is paid to negative 
attributes in an area with limited training and employment opportunities is a
A£_
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It seems, then, that the hypothesis that more attention is paid to negative 
attributes in an area with limited training and employment opportunities is a 
central research finding suggested by the quantitative results and confirmed 
by qualitative analysis.
CONCLUSION
Chapter six has examined data from Summer 1990 units from two careers 
offices in Areas 1 and 2. What follows is a broad outline of the main issues 
uncovered during analysis. Consideration, however, must be given to the 
fact that this study is restricted to an analysis of the Careers Service, and 
while limited to this stance in the youth-adult transition, the results of 
statistical testing does allow the generalisability of findings to other Careers 
Service areas of which Areas 1 and 2 (in 1990) are representative.
Analysis of the two samples showed the tendency for more young people to 
leave school in their 4th year in the disadvantaged area (Area 2) compared to 
their peers in Area 1. Although attempts to establish a training culture have 
been widespread, recent research from the ESRC 16-19 Initiative (Banks et al 
1992) has highlighted how some young people still followed the quickest 
route into employment. Other research within the Lanarkshire area found 
similar trends (Senior 1983), and examined why some young people leave 
school at the earliest opportunity - the 'added worker' hypothesis, which 
suggests that young people might be encouraged to leave school in order to 
boost the family income in a household which has a parent unemployed, was 
one possibility put forward.^ Parental education, occupation and family size 
can have significant effects on the decision to leave school; young people of 
parents from a manual background who have not remained at school 
themselves are more likely to leave school at 16.
I
7 See also Raffe, D (1992) 'Participation of 16-18 year olds in education and training’, for four types of explanation 
assessing the UK's low participation in full-time education and for staying on rates in school.
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Reflecting the national trend in the stay-on rate for those remaining in full­
time education, particularly since 1987 (Roberts and Parsell 1989b; Gray and 
Sime 1990), more young people in the two areas together also remained in 
school until their 6th year compared with 5th and 4th year leavers. Research 
into trends of post-compulsory educational participation in Scotland 
(Furlong and Raffe 1989; Furlong 1992) has highlighted how more pupils 
from all social classes are remaining in school longer. This is partly due to 
the fact that training schemes replaced jobs for minimum age school leavers 
and young people faced problems in finding employment.
In addition, young people whose fathers worked in non-manual jobs and 
whose parents had themselves entered post-compulsory education are more 
likely to remain in school. Another reason was that more pupils are unable 
to leave school until December of their 5th year due to changes regarding 
school entry. In the Scottish Young People's Survey, between 1977 and 1987 
the percentage of pupils leaving school in 4th year fell from 62% to 43% for 
males and 59% to 43% for females (see Furlong 1992:23).
Again in line with transitional trends, more young people from the two areas 
entered YT than any other destination, with more doing so in the 
disadvantaged area, and particularly among minimum-age school leavers 
with health problems. As expected, only a small percentage of young people 
in the two areas were in employment, though, surprisingly, more without 
health problems were unemployed in both areas, especially in Area 2. When 
analysis was restricted to those with major health problems, this pattern 
held.
Findings in the present research, therefore, suggest that although a high 
proportion (roughly one in five) of young people in mainstream schools had 
health problems, in accordance with their status as equal opportunity 
providers, careers staffs' client-centred role was evident. This could be seen 
by them placing young people with a range of health problems into youth 
training, and in keeping them off the unemployment register. This proactive
    .
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role was particularly evident in the disadvantaged area, which had higher 
overall unemployment levels.
When analysis was extended to examine the stratification of YT, evidence in 
the present study highlighted how opportunity structures played a vital role 
in determining allocation into premium and basic schemes within the two 
areas. Compared to their counterparts in Area 1, in the disadvantaged area 
strikingly more minimum-age school leavers entered the worst types of 
premium schemes. As previously discussed (ch.3), such schemes serve little 
more than a 'warehousing' function (Peck 1990a) and are likely to exclude 
young people from more reliable pathways towards regular employment.
Furthermore, when examining the relationship between health and YT 
destination, there was no evidence that more young people with health 
problems entered support or negative premium schemes compared with 
those without such health problems - a pattern which might have been 
shown if negative health selection were taking place. Although support 
schemes including Springboard and Link are more geared for young people 
with special needs, documentary evidence from the Aide Mémoire (GS2) 
reveals how some careers officers attempt to 'protect' clients with health or 
emotional problems from entering schemes such as Community Industry 
and the Training Workshops, because of the 'types' of young people there.
Once again, then, in respect of health problems a proactive approach among 
careers staff seems likely. Others (Watts and Herr 1976:135; Watts 1978:241), 
have highlighted a number of contrasting social-political functions of the 
Careers Service. As with the client-centred' perspective outlined above, this 
includes the description of the Careers Service as an agent of both social and 
individual change. In the former approach, it is argued that careers staffs’ 
role is to make students aware of how exploitative the employment system 
is. In the latter, careers staff accept the social system as it is, though aim to 
maximise the chances of individual pupils within it; the central concern is in 
improving the life chances of their client.
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careers staff are under increasing pressure to pre-select young people 
according to employers’ recruitment criteria and 'New Right' initiatives 
regarding NVQ requirements (ch.4). As well as health problems, the focus of 
the present study is concerned with the wide range of other attributes 
recorded in Careers Service units (ch.5). A central question examined 
whether more attention was paid to young people's attributes in the 
disadvantaged area (Area 2) than Area 1.
In contrast to health, other attributes were more significantly related to 
destinations, particularly in Area 2. This could be seen from findings 
relating to the association between negative attributes and unemployment 
and entry into premium schemes. Moreover, as this analysis relates to 4th 
year leavers, their unemployment cannot be attributable to them remaining 
in school and 'collecting* more negative attributes. It seems more likely that 
young people who are recorded with more negative attributes (and less 
positive attributes) are not being selected for available vacancies in an area 
with high unemployment and Imited training and employment opportunity.
In the disadvantaged area, among those with negative attributes, more 4th 
year school leavers were in support schemes (including Community 
Industry, Springboard and Link) compared to other schemes; findings 
confirmed by analysis of the Aide Mémoire document. By contrast, in the 
better labour market differences were minimal. Further analysis of the Aide 
Mémoire revealed negative selection into premium YT schemes such as the 
Training Workshop in Area 1 (Appendix 6.6c), though this was more 
prevalent in Area 2 (see Appendices 6.3a and 6.6b), even among young 
people without negative attributes (see Appendix 6.7b). This suggests the 
latter enter such schemes because of a lack of adequate YT mainstream 
provision in the disadvantaged area. For example, in Appendix 6.7b, the 
careers officer in Area 2 pointed out that although his client had passed his 
CITB (Construction Industry Training Board) test, he had still to find a 
placement. Overall positive assessments regarding the young person's 
appearance and personality were recorded on the Aide Mémoire, and he was 
considered '...overqualified for the Training Workshop and probably not
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Appendix 6.7b, the careers officer in Area 2 pointed out that although his 
client had passed his CITB (Construction Industry Training Board) test, he 
had still to find a placement. Overall positive assessments regarding the 
young person's appearance and personality were recorded on the Aide 
Mémoire, and he was considered '...overqualified for the Training Workshop 
and probably not premium'. However, because his qualifications were not 
relevant to the work he wanted, if no other employment alternatives were 
available, the young person was to be endorsed. (As can be seen, he was 
subsequently submitted to the Training Workshop).
According to Watts and Herr (1976:135); Watts (1978:241), in adapting young 
people to available career opportunities, another social-political function of 
the Careers Service is that of agent of 'social control'. Implicit here is the 
right to take decisions about who is 'able' and who is not. According to this 
debate, careers education is concerned with maintaining the existing 
employment system.
In the present study, semi-structured interviews with careers staff will 
develop this sub-theme in more detail, and consider this perspective 
alongside the moral dilemma faced by careers staff in trying proactively to 
meet client need. Although careers staff were able to respond effectively for 
those with health problems, this might only be a temporary phenomenon; 
research evidence on disabled adults has shown how these individuals are 
discriminated against and marginalised in the wider labour market (see 
ch.4).
The stratification of young people into different types of YT schemes also has 
crucial implications for their future class position and health status. 
Research has shown how young people with few qualifications tend to enter 
YT schemes in the 'high risk' sectors of the labour market and are more 
susceptible to post-scheme unemployment (Furlong 1992). Those young 
people with no qualifications or 'fail grades' are also particularly vulnerable 
to long-term unemployment (Furlong 1990b: 117).
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As previously pointed out, a complex of factors influence young people's 
transitions. In the present research, it is opportunity structures which are the 
most important factor in determining young people's routes in the labour 
market, particularly entry into premium and basic schemes. A major 
consequence of limited training and employment opportunity, and a central 
research finding of the present study, is that careers staff appear to pay more 
attention to negative and positive attributes of young people in the 
disadvantaged area (Area 2). It is to a further exploration of these issues 
(chapters 7 to 10) that we now turn.
Table 1.1 Characteristics of the Sample
Arca.1 Ar.fia.2
N % N %
Total Sample 788 71.7 311 28.2
Sex
Males 410 52.0 169 54.3
Females 378 48.0 142 45.7
School
A 141 17.9 112 36.0B 95 12.1 59 19.0
C 130 16.5 140 45.0
D 89 11.3
E 99 12.6
F 104 18.2
G 130 16.5
Year left
4th 194 24.6 119 38.3
5th 246 31.2 74 23.8
6th 348 44.2 118 37.9
Destinations
h/e 138 17.5 52 16.8
r/e 139 17.7 40 12.9
Employment 43 5.4 12 3.9
YT 366 46.5 166 53.4
Unemployed 89 11.3 40 12.9
Unknown 11 1.4 0 -
Else 2 0.2 1 0.1
Specific criteria
within YT
(YT) endorsed 14 3.8 31 18.7
(YT) negative 15 4.1 21 12.6
Of T) support 13 3.6 35 21.1
(YT) mainstream 324 88.5 79 47,5
(sub total - all YT) 366 68.8 166 31.2
Year left = 20.83 (2d.f) p<0.001 
Destinations (overall) = 11,37 (5d.f) p<0.05 
YT/rest = 4.07 (ld.f) p<0.05
Table 1.2 Reference to Health Problems in Area 1 and Area 2 ( % )
Area 1 Area 2 Total
N % N % N %
Health problem 167 21.2 81 26.0 248 22.6
No health problem 621 78.8 230 74.0 851 77.4
Total 788 100 311 100 1099 100
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Table 1.5 Destination by Health Problem ( % )
‘
Health Problem No Health Problem
N % N %
HE 34 13.5 156 18.4
FE 42 16.7 137 16.2
Employment 8 3.2 47 5.6
YT 142 56.6 390 46.1
Unemployment 25 10.0 116 13.7
Total 251 100 846 100
Overall = 11.38 (4 d.f) p<0,05 
YT/rest X^  = 8.09 (1 d.f) p<0.01
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Table 2.1 Reference to Major Health Problems by Area (%)
Area 1 Area 2 Total
Major N % N % N %
Yes 43 5.5 33 10.6 76 6.9
No 745 94.5 278 89.4 1023 93.1
Total 788 100 311 100 1099 100
X2 = 8.42(ldf)p<0.01
Table 2,2 Reference to Minor Health Problems by Area (%)
Area 1 Area 2 Total
Minor N % N % N %
Yes 140 17.8 68 21.9 208 19.0
No 648 82.2 243 78.1 891 81.0
Total 788 100 311 100 1099 100
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Table 2.4 Destinations by Major Health Problems by Area (%)
Area 1 Area-2
l£S Yes
Destinations N % N % N % N %
h/e 5 11.6 133 17.9 6 18.2 46 16.6
f/e 7 16.3 132 17.7 3 9.1 37 13.4
employment 2 4.7 41 5.5 - - 12 4.3
YT 24 55.8 342 46.0 23 69.7 143 51.6
unemployed 3 7.0 86 11.6 1 3.0 39 14.1
unknown 2 4.7 9 1.2 - - - -
Total 43 100 743 100 33 100 277 100
Area 1/Area 2 (YT) (major health problem)/  ^= 6.67 (ld.f) p<0.01
  - ___
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Table 3.1(a) Support YT by Area (% of all YT)
Area 1 Area 2
Support YT N % N %
Yes 13 3.0 35 21.1
No 355 97.0 131 79.9
Total 366 100 166 100
= 44.99 (ld.f)P<0.001
Table 3.1(b) Negative YT by Area (% of all YT)
1
%Z=n.92(ld.f)p<0.001
Areal Area 2
Negative YT N % N %
Yes 15 4.1 21 12.7
No 351 95.9 145 87.3
Total 366 100 166 100
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Table 3.1(c) Endorsed YT by Area (% of all YT)
3(2= 30.63 (ld.f) p<0.001
Area 1 Area 2
N % N %
Endorsed YT 14 3.8 31 18.7
Not Endorsed YT 352 96.2 135 81.3
Total 360 100 166 100
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Table 4.1 Mainstream YT by Area (% of all YT)
Area 2
N % N %
Mainstream YT Yes 340 92.9 110 66.3
Mainstream YT No 26 7.1 56 33.7
TOTAL 366 100 166 100
%: = 60.10 (ld.f)p<0.001
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Table 5.3 % in support and other YT Schemes of young people in YT Schemes who were 
and were not ascribed negative characteristics, by area Vvi;:a
■a
Area 1 Area 2 :
SuDDort 
N % N
Qth^ r
%
Suppsri 
N % N
Other
%
Negative behaviour
YES 3 3.6 80 96.4 12 33.3 24 66.7
Negative academic
NO 8 2.8 275 97.2 23 17.7 107 82.3
YES 2 2,9 66 97.1 13 43.3 17 56.7 1
Negative attendance
NO 9 3.0 289 97.0 22 16.2 114 83.8
YES 2 4.3 44 95.7 7 35.0 13 65.0
Negative appearance
NO 9 2,8 311 97.2 28 19,2 118 80.8
YES 1 4.8 20 95.2 6 66.0 3 34.0
Negative interview
NO 10 2.9 335 97.1 29 18.5 128 81.5 s..a
YES 1 14.3 6 85.7 0 0.0 3 100.0
Negative speech
NO 10 2.8 349 97.2 35 21.5 128 78.5
YES 1 5.0 19 95.0 5 38,5 8 61.5
Negative circumstances
NO 10 2.9 336 97.1 30 19.6 123 80.4 ■Cr!
&YES 1 3.7 26 96,3 4 57.1 3 42.9
,:îIdiosyncratic
NO 10 2.9 329 97.1 31 19.5 128 80.5
YES 1 3.1 31 96.9 14 29.2 34 30.8
NO 10 3.0 324 97,0 21 17.8 97 82.2 .8
Area 2 (Support YT/Other YT) Negative Academic (Yes/No) = 9.32 (ld.f) p<0.01
CHAPTER 7
CHAnGES AFFECTInG THE CAREERS SERVICE: COnSTRAInTS On AnD FACTORS InFLUEnCInG DECISIOn MAKInG PROCESSES WITHIn COnTRASTInG LOCALITIES
InTRODUCTIOn AnD BACKGROUnD TO QUALITATIVE DATA
The specific contexts of chapters seven to ten centre on findings from semi­
structured interviews with careers staff from the two localities included in 
the study. This involves qualitative analysis to complement 'unit' data 
gathered from administrative records within the Careers Service from Areas 
1 and 2 (chapters 5 and 6).
Interviews included a range of careers staff with different employment status 
and experience within the Careers Service. When speaking generally about 
all employees, the broader term 'careers staff is used. Quotations are derived 
from taped interviews and are followed by a code number allocated to 
individual careers staff. The main objective of the interviews was to 
investigate careers staffs' perspectives of the way in which wider opportunity 
structures influence their reactive and proactive decision making, 
information management, and selection processes within the two localities.
As a starting point, chapter seven offers a useful framework for reviewing 
careers staffs' accounts of various external and structural changes which have 
affected the Careers Service and how these subsequently impact on routine 
decision making and working practices.
CAREERS STAFFS’ ACCOUNTS OF CHANGES AFFECTING THE CAREERS SERVICE: THE IMPACT OF WIDER OPPORTUNITY STRUCTURES
There was a widespread view among careers staff that m^ny changes have 
taken place within the Careers Service, especially over the last decade. By far
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the most frequent observation highlighted by staff from both localities 
involved the introduction of youth training schemes:
'...the Careers Service is bound so much politically by the whole training ethic, which controls to a large extent what careers officers do'. (03)
More specific changes referred to the wider labour market situation within 
Scotland. One of the most significant issues identified was the reduced 
number of youth training and employment opportunities available for young 
people, particularly in the disadvantaged area (Area 2).
These careers staff were concerned that they didn't have the equivalent 
numbers of YT places to correspond with young people on their register; a 
concern which accurately reflected the situation. In the disadvantaged area 
(Area 2), there were over 100 young people on a waiting list for a YT place in 
1991; in 1992 the number was over 400. Many young people had been 
waiting for YT offers since leaving school in December, a situation 
aggravated by additional numbers leaving school in the Summer.
The consequences of limited training and employment provision available 
for young people led careers staff to identify a number of issues which 
impacted upon decision making within the Careers Service. This included 
pupils from both localities remaining in school past the statutory leaving age.
Young People Remaining in or Drifting Back to School
The tendency for limited and non-academic pupils to remain in, or drift back 
to, school was considered problematic by the majority of careers staff 
interviewed. According to the following careers officer in Area 1, one of the 
reasons young people were staying on in school was because they did not 
want to enter YT:
'These days there are very few 4th year kids who actually leave school. Roughly half of them can't leave anyway because of the way their birthday
'M
 : - ' ■________
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falls in. And the other half... they will stay on to 5th year, sometimes erroneously in my opinion, but they stay on anyway. For the usual reasons, they want to get more qualifications, or their mammy will not let them leave. I think some of them should leave. It is because they think they will avoid YT by staying on for another year, whereas at the end of the day it doesn't make a blind bit of difference. There is no hope for what they want to do, they obviously must go through YT. (02)
By remaining in full time education longer, young people were competing 
with next year's 4th year leavers still at school. Careers staff in the 
disadvantaged area thought employment opportunities for non-academic 
pupils would inevitably be foreclosed:
'....there is a trend in (Area 2) that less of the 4th years leave, unless they have made a definite decision to leave, they then usually have an idea about what they want to do. With the upper school of 5th and 6th years, these young people are a really mixed bunch. In the past, had there been employment, these young people would not have stayed on in school. By returning to school a young person's aspirations might increase, but their qualifications might not, so that can cause some problems. Also, young people will not be eligible for apprenticeships or it will be much more difficult to get into YT, if there is any training available*. (05)
Employment practices in some craft apprenticeships also limited 
opportunities available. Careers staff pointed out how 'the CITB are still 
pretty sticky about taking on 17 year olds', and that the Careers Service was 
powerless to do anything about this situation.
According to careers staff in both localities, among those young people who 
did leave school in 4th year, the majority entered Youth Training,
Provision of ’Basic’ and 'Premium' Youth Training Schemes
The stratification of 'basic' and 'premium' YT schemes in the two localities 
was highlighted by careers staff. In the disadvantaged area it was pointed 
out that when 4th year statutory leavers left school the majority entered YT, 
and in doing so, the Careers Service had received 'a bad press'. This was
 : _______
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because of the negative stereotypes associated with premium schemes in 
Area 2.
A major criticism in the disadvantaged labour market concerned the 
inadequate provision of youth training schemes and limited training choice 
available. Careers staff contrasted the concentration of premium schemes 
with endorsed placements in Area 2, with the preferred employer-led basic 
YT schemes in Area 1; issues which clearly highlighted how labour market 
structures affected training opportunity:
'Although we (careers staff in Area 1) might have a lot of young people who theoretically would be endorsed, endorsement is more related to the types of training schemes available, which compared to those in (Area 2 are like chalk and cheese'. (09)
In most cases endorsed premium YT places are allocated to schemes, rather 
than to individuals. To support these schemes financially, the high costs of 
premium training, and pressure to maintain full occupancy, often lead to 
considerable financial uncertainty:
'The ideal situation would be that the money would follow the young person, so that managing agents are not allocated endorsed places. Therefore, whatever the young person is endorsed, no matter where they go, they will get the right training. Most managing agents use endorsed placements to their own advantage. It's all politics at the end of the day'. (Oil)
However, because of waiting lists to go on YT, a senior careers officer in the 
disadvantaged area pointed out how a young person might be endorsed as 
category C so they would at least have the opportunity to participate in a 
premium scheme:
'What you might find in this area is that if the young person is interested in, for example, construction work, and the only places are at Cl (Community Industry) we might endorse a basic grade young person as category C, because you don't want to deny them the chance to get training'. (05)
■8’;
1 5 5
For most careers officers, the pressure to maintain full occupancy of 
premium placements meant that some of the more able trainees in premium 
schemes (ie those young people who might cope in the mainstream setting), 
would be less likely to be transferred to a basic (mainstream) YT scheme. 
Similarly, premium schemes were less likely to take on basic grade trainees. 
Thus, the chances of integration in each direction were limited; factors which 
added to the overall negative status of premium schemes.
The financial considerations of managing agents were important to the way 
YT schemes were run. Some managing agents received 75% of their funding 
to operate and run schemes, whilst the other 25% was tied in with young 
peoples' vocational achievement in attaining NVQ's. As one careers officer 
commented, 'it's like a system of bonuses, if young people do not reach NVQ 
level 2, then managing agents lose out financially'. Hence, NVQ's were 
linked with young people's 'ability to achieve'. The problem according to 
careers officers was that some managing agents 'wanted the extra money 
without the extra hassle'.
Another criticism made by careers staff in Area 1 was that managing agents 
often refused to let young people leave their YT schemes when careers 
officers had found them full time employment (a situation which rarely, if 
ever, occurred in Area 2). This was because numbers would drop and 
managing agents would lose out financially. The Careers Service's 
relationship with managing agents was at times problematic;
'We have a... working relationship with managing agents. Unfortunately there is scope for conflict of interests between careers officers and managing agents. For example, where you (careers officer) want to take a young person out of training and send them for permanent vacancies. This is because they (managing agents) then lose money. Unfortunately there are occasions when certain managing agents have to be reminded about what they are there for, and that is to tram young people to go on to suitable employment or further education, and in certain cases, managing agents find that a difficult concept. We can run into certain problems as we (Careers Service) have today for example, with a vacancy for the Civil Service... and one managing agent playing silly buggers, so I'll have a wee word in their ear, just so they know what tne score is. Because they are not running ICI, they are running a training scheme'. (01)
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Waiting lists for Community Industry
In the disadvantaged area, another consequence of reduced training and 
employment opportunities was the growing number of young people on 
waiting lists to enter schemes like Community Industry; a placement that 
had hitherto been a final resort for young people if no other training places 
were available:
'We are at the stage just now where there is a waiting list for Community Industry. It's not just an automatic thing where, if young people can't get anything else, they can go into Community Industry. Young people are past that stage now and are remaining on the register, unemployed . (05)
By contrast, in Area 1 significantly more young people were placed into 
employer-led mainstream schemes which offered good employment 
prospects:
'... at the moment, I am looking at 7/8 out of 10 young people getting permanent jobs out of their training, but that's in (Area 1). You will get a different picture in the disadvantaged area (Area 2), again it's a reflection of the economic base we are working m'. (01)
A further consequence of reduced labour market opportunities, particularly 
in Area 2 was the growth in young people's claims for Hardship Allowance^.
Growth in Claims for Hardship Allowance
An outcome of the growth in young people's claims for Hardship Allowance 
was the increased involvement of outside agencies working with the Careers 
Service. This involvement subsequently affected employment assistants' 
moral judgement and decision making regarding their client. For example, 
as the DBS only paid Hardship Allowance to young people registered at the 
careers office and looking for work, employment assistants were often torn
1 Hardship allowance is approximately £32 per week and paid to young people who do not live at home and are not 
supported by their parents.
 : : :    ^  ^ .
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between their concern for their clients' financial predicament and their 
obligation to inform the DSS if young people didn't attend pre-arranged 
(employment) interviews:
'Careers have no ^ t io n  but to tell the DSS if young people don't turn up for an interview. DSS staff could just as easily phone Community Industry, or whoever the employer was, and find out this information for themselves... although we are not in the business of giving out information to the DSS, if they a ^  us a question, we can't lie about it'. (09)
According to assessments from employment assistants, approximately ten 
times the number of young people in the disadvantaged area were claiming 
Hardship Allowance compared to Area 1. Careers staff also described how 
the Department of Social Security in Area 2 was more responsive to young 
people's financial problems. This was particularly evident in relation to the 
number of hardship cases being reviewed:
'...in the past a young person's hardship case was reviewed every 2 weeks by the DSS. Now in Area 2, hardship cases are not being reviewed for 6-8 weeks. The DSS are being swamped with hardship claims from young people and can't possibly follow up these claims on a 2 week basis. In other areas the situation can be completely different and DSS staff don't give young people room to turn around... if they (young people) sneeze the wrong way then their money is stopped'. (Oil)
A further consequence of wider opportunity structures impacting on careers 
staffs' decision making and information management could be seen in the 
way Careers Service employment recommendations had to adapt to meet 
changes taking place in the labour market.
The Local Labour Market Situation as a Constraint for Careers Officers' Recommendations: From Job Specific to Broader OccupationalAssessments
The main starting point for employment assistants selecting young people 
into training and employment is the careers officer's recommendation. The 
recommendation is seen as an agreement between the careers officer and the
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young person on obtaining the most suitable type of placement. Information 
in the unit assists this process of vocational guidance:
'If careers officers are matching up young people with opportunities, information is obviously ^ oing to nave an effect. There is no pomt in having the school report or the Aide Mémoire if careers officers are not going to use them. If the careers officer has given the young person realistic guidance and advised them, their final recommendation should be what the young person goes for. It's really an agreement between the careers officer and the young person. That was why employers came to the Careers Service because they didn’t want to advertise in the newspapers and get hundreds of applications. What they wanted to see was suitable candidates. And any young person that the careers officer sent along should have a reasonable cnance of getting a job. There is no point in doing this if the young person is not suitable. (05)
However, external constraints in the form of reduced labour market 
opportunities have affected the way careers officers no longer make very 
specific job recommendations for their client. In the present economic 
climate, careers officers outline much broader occupational 
recommendations for young people leaving school. Some thoughtful points 
on this issue were raised by an area careers officer:
'A recommendation would tend to be the level that the young person appears capable of working to, for example craft or technician. The otner aspect of the recommendation tends to be more of an occupational recommendation, as opposed to a job specific recommendation; and that's just a reflection of the lm)our market. In days gone by, a young person could say "I want to be a joiner", and 99 times out of lUO the careers officer could get that young person a job as a joiner, these days if the young person wants to be a joiner, you say that's fine, if they are ok, if they are suitable for that type of work, but you encourage them to consider wider occupational areas... You maybe go through half a dozen alternative possibilities, so that the young person is given as much scope as possible. If a young person is veiy, very job specific, in these days they can be closing a lot of opportunities to themselves.' (01)
Furthermore, the careers officer was aware of the way in which the former 
more specific decision making might be perceived as a form of 'control'. In 
the present labour market situation, this kind of power is no longer credible:
'....I think some folk get a bit worried, you know a careers officer acts like God, I make a recommendation and that’s what you are going to go for come hell or high water; but it doesn't work that way any more. There is within a
___________________________________________
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recommendation, flexibility, in terms of what the young person is actually going to go into'. (01)
Of interest is whether 'flexibility' within the careers officers' recommendation 
results in a reduction of labelling and selection processes. At present, being 
too 'job specific' clearly means young people are limiting themselves to what 
training and employment opportunities are available. However, in areas of 
high unemployment, even allowing for flexibility within career 
recommendations, opportunities are substantially narrowed and there still 
exists an overall lack of employment opportunities to meet required levels. 
Within this context, employers recruitment strategies can be even more 
selective (ch.3-4). (The employment assistants' role in pre-selecting young 
people according to careers officers' recommendations and employers' 
recruitment criteria will be considered in more detail later on).
Since the introduction of the 1974 Employment and Training Act, wider 
opportunity structures have affected Careers Service policy and decision 
making over a number of issues. This included careers staffs' working 
relationship with adults.
A Conflict Of Interests: Adults Contact with the Careers Service
In conjunction with adhering to Strathclyde Regional Council's Education 
Department policy, the Careers Service must follow certain statutory 
obligations from Central Government relating to adults. A consequence of 
this dual role is that problems have emerged over the amount of time 
allocated for adults contacting the Careers Service:
One natural area of conflict is the amount of adults we have to deal with in careers guidance. What Central Government will say is, if you have the time to deal with adults you can, but you have to make sure that the duties you have to your main client group, which is young people in schools and colleges, are executed properly. The Regional Council are very, very keen on adults returning to education and they see the Careers Service as a department that can act as a vehicle to promote opportunities. You have to try hard to strike a balance that you don't overload yourself. We don't actively advertise for adults to come to the Careers Service', (01)
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Adjustments from former working procedures to meet present client 
requirements have resulted in increased demands being made on careers 
staff in the disadvantaged area. Because of the high unemployment 
situation, variations within Careers Service working procedures exist within 
contrasting localities:
'We had a department called the Occupational Guidance Unit which advised adults who were job changers re-entermg the labour market and who looked for careers advice. Now, that Unit was disbanded many years ago, and really, it has left a gap which has never been filled properly. We have thisfeneric case load that you deal with young people from mildly mentally andicapped right up to those who are heading for University and so on. And on top of that we are also offering a service to adiilts for adult guidance, whether returning to work, or redundant. In (Area 1) we are not as pressurised as in (Area 2) and surrounding areas. They are heavily involved in dealing with adult enquiries. Because or the redundancy situation they are getting more and more of the passing traffic. The Region is setting up an Advice Shop specifically to deal with this situation. There is a naturabkind of fall-out; people will make their way to the careers offices. We (Area 1) have not had that effect. I suppose most of the adults we tend to see are women returners'. (01)
Due to the overall increase in unemployment levels, a national policy on 
adult returners contacting the Careers Service has emerged. A further 
consequence of wider structural changes affecting the Careers Service was 
careers staffs' claim that their status within the Education Department was 
being eroded.
Increased Documentation of Statistical Information and Growing Involvement of Outside Agencies
Employment assistants from both localities pointed out that since the Careers 
Service had been regionalised, in addition to more routine bureaucratic 
information, the Education Department wanted to know practically every 
aspect about young people's contact with the Careers Service. The 
administrative work involved in this process had, according to careers staff, 
become '...an enormous nightmare'. Increased attention to statistical
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information was yet another way in which careers staffs' working procedure 
was perceived as having to be more accountable to the Education 
Department.
At present, the Careers Service also has a closer liaison with schools, colleges, 
and industry. The increased use of computers in assisting vocational 
information was discussed positively. However, changes in the school 
curriculum, with a greater emphasis on careers education in schools, led to 
complaints about increased workloads:
'There is a trend for much closer links with industry. There have also been changes in education which means careers officers have got to change, as there is more emphasis on careers education in schools wnich has a much higher profile and results in a lot more work for careers officers'. (04)
The growth of outside agencies working alongside the Careers Service, such 
as the Technical, Vocational and Educational Initiative (TVEI) and Local 
Enterprise Companies (EEC's), under the control of the Region's 
Development Agency were identified as further changes affecting the 
Careers Service. The introduction of National Vocational Qualifications 
(NVQ's) and Individual Action Plans (lAP's) were among more recent 
initiatives discussed. Because of the limited provision of youth training 
available in the disadvantaged area, the Development Agency was singled 
out for criticism by careers staff:
’The Development Agency has cut approximately one-third of training places in (Area 2) and do not see youth training as a nigh priority. This has been addressed at Principal Careers Officer's level and has been overlooked. There was an item in the local press written by the Principal Careers Officer asking what they were doing about the situation. It was felt that the Development Agency and the Careers Service should be working more in a partnership. There doesn't seem to be anything getting done about the mismatch. According to the Development Agency they requested Government money and what they got was much reduced'. (06)
Notwithstanding this criticism, careers officers in Area 2 admitted that the 
Careers Service was dependent on the Development Agency to enable it to 
carry out their services for young people:
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"... at the moment the LDA are providing for Individual Action Plans for young people with special needs, so the Careers Service has to stay friendly w ithtkem ’. (06)
Although some provision from the Development Agency was allocated to the 
Careers Service, criticism from careers officers about the role of the Local 
Enterprise Councils (EEC's) was widespread. Comments reflected a worry, 
not so much for young people in Area 1, but for those in the disadvantaged 
labour market. In respect of Action Plans, the system was failing to produce 
an equitable return:
'The whole tenor of the thing has swung away from the kids to more a business, where people compete for things and put bids in for this, that and the other.... I think mere is a danger of the kids being swamped in all this. You know, they (young people) are being elbowed out of the road in all this rush to get bid.s tor the EEC's. They (young people) are never mentioned. We were talking about the Action plans and ml that stuff... basically we are dealing with what could be considered as '...how can we get £2000 worth of Action Plans stuff?'. And screw the weans... because at the end of the day, it will not create a single job. Apart from the Careers Service! There are no jobs. It is not going to make a blind bit of difference to the weans whether we have got an Action Plan or not. Okay, it might be alright in (Area 1), but if you live in (Area 2), the Action Plan won't make any différence if there is 400 of you all trying to get a YT place. So we get our knickers in a knot over Action Plans, while back at the ranch, the weans are still on the dole! But these are the main changes. I mean not that the Idds in (Area 2) ever had much of a crack at the whip! But I think that maybe We were a wee bit more concerned about them rather than how we now approach it'. (02)
Other changes affected Local Government financial resources. In the 
disadvantaged area, this led to increasing uncertainty concerning a range of 
issues within the Careers Service:
'The job has changed completely, the employment market has changed. Local Government has changed. At one time money was provided, now Regions have to find ways of raising revenue. There is also more uncertainty about peoples' jobs. The EEC's are tied up with the funding, but with Local Government, the future of the Regions are in doubt'. (05)
 :   ,
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Perceptions of Changes in Operational Philosophy
The aforementioned changes also impacted on careers staffs' operational 
philosophy within the Careers Service. Overtones of disapproval emerged as 
some thought the ethos of the Careers Service had changed for the worse:
'I feel the general tenor of the Service has changed. We are having to justify our existence a lot more. There is a lot more outside organisations trying to get their oar in; TVEI, the EEC's etc, the Government's attempt to virtually privatise the Service if they got their way. The school system nas obviously changed as well. It is having to undergo changes in the curriculum, how guidance is approached'. (08)
The following careers officer thought a programme of privatisation had 
actually reached the Careers Service:
There are going to be changes; the programme of privatisation us I am afraid. Probably in about three years time the Careers has reached Service willnot exist in the same form as it does just how. The more cynical amongst us believe we will be moving into direct service with jobs cut and provision reduced. The statutory guide-line where all young people in school must receive a level of careers education will go. We are going to be vulnerable to the whim of the Education D ^artm ent, who themselves are admittedly under pressure to save money'. (014)
The belief that the Careers Service was increasingly having to justify its 
existence came through strongly among careers staff. There was an increased 
emphasis in making the service more 'professional' and 'accountable'. 
Notwithstanding these issues, careers staff also thought the service was 
trying to confront change rather than simply respond to it:
'I would say that the rise in youth unemployment has caused many changes to the work that we do. Not so much the work itself, but in the development of specialisations; and probably in the emphasis. Over the years there has been a definite trend to making the service more professional. There is more stress on things like accountability and so forth now which obviously runs hand in hand with the present economic climate and the general ethos that we live in. There is a trend for much closer links with industW, both from ... well from school level upwards. And we are trying... it is the kind of job that
■ ! ' ______________
1 6 4
there is always a lot of change going on. I think we are trying very hard to kind of become proactive rather than reactive, which again is a good thing'. (04)
Without question then, the Careers Service is increasingly having to operate 
within a system subject to several external and internal constraints. Among 
other things, this involves a shift in the types of career recommendations 
being made for young people, increased conflict over which groups receive 
priority guidance from careers staff, and the growth of outside agencies 
working alongside the Careers Service. Such changes have resulted in 
careers staff perceiving they now occupy a lower status within the Education 
Department.
Against this background, further attention to careers staffs' accounts of their 
role within the Careers Service, including associated work tasks relevant to 
their employment status, is necessary to an understanding of proactive and 
reactive decision making. This will also be developed in later analysis when 
considering careers staffs' management of young people with and without 
health problems.
CAREERS STAFFS' ACCOUNTS OF THEIR ROLE WITHIN THE CAREERS SERVICE
When discussing their role within the Careers Service, careers officers from 
both localities echoed the formal definition of their role outlined earlier in 
chapter four. The following quote is representative of general observations 
made by careers officers:
'...To provide accurate, informed, up to date, and full guidance information to people who are within our statutory range. This would also extend to adults as required. Attendant upon these functions, obviously there is a whole variety of areas which come into play, such as close liaison with employers, keeping the information that we have on paper up to date, and making sure we are well informed... At the end of the day it's ensuring the best possible service to our clients, who are in the main, young people at school'. (03)
- -  : -  : ' • _  _
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In addition to this, some careers officers put forward a more direct, proactive 
interpretation of how they might utilise their time more effectively in 
schools:
'When a careers officer starts in a new school they should have a programme to follow, a workbook they should complete... They must talk to the Head of Careers, the educational psycholc^ist, to the learning support teacher, to school medical officers, to the TVEI (Technical Vocational and Educational Initiative) staff. I would say that is a programme they should adopt. They should not be allowed just to wander into school and from day one start to interview folk, that's nonsense. What they should do is interview these four or five people and find out more about the school, its structure, find out more about Personal and Social Development (PSD) classes, which ties up with careers education. I would say before you interviewed a kid, you did all that'. (013)
The increased involvement with school staff and other relevant school/post 
school agencies enabled careers staff to identify sources offering additional 
support and guidance for pupils with and without health problems (chapters 
8 and 9). A further issue careers officers discussed in connection with their 
working role was the type of interviewing system adopted whilst in the 
school setting.
'Blanket' and 'Open Access' System of Careers Interviews
Although there was an emphasis on negotiation and consultation with school 
staff, careers staff were critical of the present 'blanket' interview system. In 
this system, careers officers attempt to interview all young people in schools. 
This procedure was (broadly) adopted by the two careers offices included in 
the present research, and generally perceived as inefficient and time- 
consuming:
I would say a lot of the time we spend in schools is unproductive. We interview young people who do not need interviews, we might interview four young people who all want the same things and are perrectly suitable for it. Why don't we just do group interviews/. I think there is plenty of ways to manage time Détter in schools. People get caught up in the process of what they are doing, rather than the purpose of it. And I think it’s a classic
' a--i- . ___
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of Local Government... of Careers, of the Health Service, of schools. You get caught up in what you are doing, and not why you are doing it'. (013)
The advantages of the 'open access' (or self-referral) system which involved 
more group interviews with young people was advocated by a careers officer 
with past working experience of this procedure. Though guidance staff 
might suggest young people should see the careers officer in school, it was 
up to pupils whether or not they presented themselves for their careers 
interview;
'Young people are encouraged to go along to interviews, and guidance staff will say, 'I think you should be going along here'. We did a lot of group work and talks to assemblies, but really, if young people don't want to come along they don't have to. We didn't necessarily believe an interview was the only form of contact. Some young people can come to a group session or presentation and that might be all they need. Also some young people get worked up for a careers interview; it's hard to believe because they are only coming to see us... Which is why group work is important as they are in a different setting with their peers. Other young people need an awful lot more help'. (08)
Perceptions of Young Peoples' Year at School as a Basis for Receiving a Vocational Guidance Interview
Another issue relates to careers officers' perceptions of a young person's year 
at school as a basis for receiving a Vocational Guidance Interview (VGI). 
Year groups were prioritised by careers officers and guidance staff when 
organising VGI's. For example, the following careers officer in Area 1 
prioritised 4th year school leavers:
'In fourth year young people would be interviewed. I do it slightly differently from other careers officers, because of the system of the school I work in. But I try to see everyone in fourth year, and to a certain extent probably manage that. In the fifth year it's slightly different in that they (young people) have to request an interview. If they do that, I would certainly see them, assuming they turn up for their appointment. The others... I would occasionally ask to see one or two, based on how they filled in their (pre-interview) questionnaire. But, by and large, if they don't ask for an interview in 5th or 6th year, they won't get one'. (02)
   ;
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As chapter 8 will outline in more detail, careers officers often negotiated 
VGI's to complement guidance teachers’ working procedures and completion 
of School Careers Service Report (CS4's). Employment assistants explained 
how the prioritisation of fourth year leavers for VGI's was an attempt by 
careers officers to limit the number of interviews taking place in schools:
'The careers officer has a certain way he or she does the interview. They will interview young people who are leaving in the next school term first, then young people vmo are leaving at Christmas, and then they might move on to the academic young people. They (careers officers) don't do a blanket interview of every young people in 4th, 5th and 6th year, although some schools, not mentioning any names! did try and get the careers officers to do blanket interviews, but the careers officers are not keen to do this, because it is an awful lot of work'. (Oil)
All fourth year leavers received a VGI as it was important for careers staff to 
identify early leavers seeking a YT placement or employment. In the present 
study, a process of 'selective' interviews was carried out by careers officers. 
This confirmed quantitative findings which showed that more information is 
recorded in 4th year leavers' units:
... it is those young people who have indicated that they are looking for employment or YT that we (Careers Service) will almost invariably see again ana again'. (07)
Division of Responsibility W ithin the Careers Service: The Role of Employment Assistants
Interviews with careers staff also focused on the division of responsibility 
within the Careers Service, including the crucial pre-selection role 
undertaken by employment assistants. As mentioned earlier, it is the careers 
officer who negotiates the broad occupational recommendation for young 
people during their VGI, and it is the employment assistant who selects and 
places young people from this information into available vacancies.
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When speaking generally about their responsibilities within the Careers 
Service, employment assistants identified a wide range of important selection 
and negotiating skills associated with their role:
' I see my role as... my main duties are interviewing young people to place them into permanent employment or into YT. To go out and monitor young people on training schemes, especially if there are problems with their training; to visit employers and try to get permanent jobs for young people who are in training and who look as though they will not be able to get a job through their traming scheme. In general, I deal with the day to day enquiries from the public, ie parents/ adults looking for careers information, young people in schools and in training, and carry out general office duties'. (Oil)
The crucial significance of the employment assistants' role is identified in the 
following depiction of what takes place after the careers officer makes the 
first (employment) recommendation with the young person during their 
VGI:
'The careers officer more or less relinquishes their obligation to the young person unless there is a problem and the young person comes into the office and says '...I am no longer interested in being an airline pilot, I now want to be a warehouse assistant' or whatever. The careers officer would then have to discuss this with the young person, if their recommendation had broadened.... the careers officer is there as a back-up, but really, all the responsibility for the young person goes on the particular employment assistant who is dealing with that particular school'. (010)
Employment assistants also carried out additional interviews with young 
people if, for example, they left their YT scheme and were looking for an 
alternative placement. However, the significance of health and other 
attributes to employment assistants' pre-selection role within the Careers 
Service is vital. This will be returned to later when careers staffs' perceptions 
of information recorded in the School Careers Service Report (ch. 8) and the 
Aide Mémoire (ch. 10) are considered in greater depth.
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CONCLUSION
Careers staffs' accounts of the main changes which have affected the Careers 
Service, therefore, highlight the constraints under which they work. The 
most significant change was undoubtedly the introduction of Government 
Youth Training schemes, but in addition the wider opportunity structures 
operating within the two areas entail more negative consequences for young 
people in the disadvantaged area. This includes waiting lists to go on to YT, 
increasing numbers of young people remaining on the Careers Service 
register as unemployed, and a subsequent growth in young peoples' claims 
for Hardship Allowance.
These constraints in turn influence careers staffs’ working practice; for 
example, career recommendations can no longer be job specific and 
increasing numbers of adults now contact the Careers Service, particularly in 
the disadvantaged area. This subsequently leads to conflict over which 
groups should receive priority guidance. The growing involvement of 
outside agencies also promotes criticism of the Development Agency and 
appropriateness of Individual Action Plans against a background of limited 
youth training provision. Overall, young people in the disadvantaged area 
are particularly affected by these changes.
Further consideration of careers staffs' working role examined interview 
systems within the Careers Service. The 'open access' system was thought to 
utilise careers officers' time in schools better, though a process of 'selective' 
interviewing was identified within the two areas, which fitted with the way 
guidance staff operated in schools. A focus on divisions of responsibility 
within the Careers Service also draws attention to the vital role played by 
employment assistants in selecting and placing young people into training 
and employment.
Careers staff in Area 2 were pessimistic about their clients' future training 
and employment opportunities, and a general feeling of resignation 
concerning the overall situation prevailed:
'8,S
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'With young people leaving school this year the situation is going to be even worse. We (careers staff) simply don't know what is going to happen to them. Young people's attitudes are quite defeatist', (012)
Although these changes did not affect young people in Area 1 to the same 
degree, there was a strong awareness of, and sympathy extended to, careers 
staff and young people in the disadvantaged area by their colleagues in the 
better labour market. Wider opportunity structures within the two areas 
were identified as crucial in limiting employment opportunities in Area 2:
'Area is very important, (Area 1), being a new town, it attracts a lot of industry. It has a wide industrial base, and a good commercial base. And that is reflected in the employment opportunities and the training opportunities available to young people. The Development Corporation here boasts that we attract one new firm a week here. If you compare that to the situation in (Area 2) just now with the decline in heavy manufacturing industry, engineering and broad commercial base... Also, when the CPA (Community Projects AÇ^ncy) went and some of the Training Workshops went, there was a big, big gap in the market and it has left a bijg gap in tne market, especially for semiskilled, unskilled practical type of work. You just need to look about. There is obviously more prosperity in this area than areas like (Area 2). The local labour market is crucially important. We have always had more training opportunities than young people. More employment opportunities than the rest of Strathclyd.e and that is a reflection of our industrial base'. (01)
On a slightly more positive note a careers officer in the disadvantaged area 
thought that the Careers Service was attempting to confront these changes:
The Careers Service is trying very hard to become proactive rather than reactive which is a good thing... it is the kind of job that there is always a lot of change going on'. (06)
Another careers officer in Area 2 put forward his definition of reactive and 
proactive changes:
'I think there are two types of changes, the first are reactive changes that we (Careers Service) have had to adopt, for example, changes in YT, and in the regulations in YT, Then there is the proactive changes for example, developmental planning, the secondment of careers officers to areas like the
1
___
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Technical and Vocational Educational Initiative (TVEI) and Compact etc. You see a build up of the partnership model in careers. Thus in the future we won't operate as much as an isolated enclave. If you want to take a very broad generalisation, the careers interview can cover anything from careers education programme to target setting'. (013)
The distinction made by careers officers between proactive and reactive 
change is very important in the present research. When interviewed, the 
majority of careers staff in the present study outlined reactive changes taking 
place within the Careers Service; ie those changes which careers staff have 
less control over (external constraints). However, despite the growing 
constraints on careers staffs' role, this research will show that careers staff do 
adopt a proactive approach to client need.
In chapter 8, analysis is extended to consider some of the above issues in 
greater depth. Of specific interest are careers staffs' perceptions of their 
relationship with school guidance staff and receipt of information about 
health and other attributes recorded on the School Careers Service Report 
(CS4). Links with other gatekeepers, particularly those formally engaged to 
supply health information to the Careers Service, such as the School Medical 
Service and the Employment Medical Advisory Service, are also examined.
 '   ' _ ......
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CHAPTER 8
CAREERS STAFFS' PERCEPTIOnS OF SCHOOL/POST SCHOOL GATEKEEPERS AnD ASSESSMEnT OF InFORMATIOn RECEIVED ABOUT HEALTH AnD OTHER ATTRIBUTES
InTRODUCTIOn
Developing a good working relationship with other gatekeepers, particularly 
those gatekeepers who have access to, and document information about, young 
people's health and other attributes is a vital consideration for careers staff. 
Chapter eight examines how careers staff view their relationship with school 
guidance staff, and the information they provide on the School Careers Service 
Report (CS4). Careers staffs' relationship with other gatekeepers, including the 
School Medical Service and EMAS (Employment Medical Advisory Service) is 
also outlined and, in respect of the former, involves their perceptions of 
information recorded on Y9 and YIO forms.
RELATIONSHIP WITH SCHOOL GUIDANCE STAFF AND ASSESSMENT OF INFORMATION ON THE SCHOOL CAREERS SERVICE REPORT (CS4)
Generally speaking, school guidance staff get to know young people reasonably 
well in school. They record information on the CS4 that careers staff have no 
prior knowledge about, including academic ability, attendance, personality, and 
behaviour etc, as well as information relating to home background 
circumstances and health problems (see ch.5)
The crucial importance of the school guidance teacher in assisting careers 
officers' work in schools was stressed by all careers officers interviewed. School 
guidance staff were perceived as the main contact point for careers officers in 
schools. The following view was representative:
'It's a very important relationship because they are the link person in the school. We have got an almost day to day contact with the guidance staff. It's absolutely critical. To me its absolutely crucial that we have a good working
'
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relationship with them, and if it's friendly, so much the better. I mean basically, you really couldn't do your job unless you get their co-operation’. (04)
Careers officers also outlined what they thought their role and relationship with 
guidance staff in schools should be. This should extend beyond simply giving 
vocational advice to pupils, and involve communicating information about the 
youth labour market as well:
'My role with the guidance teacher, I think, would be to set ourselves (careers officers) up as sort of consultants. Not as foot soldiers to do the business - just tofo and talk to kids and stand up in front of kids etc, but also to tell teachers asic structures that they need to adopt, things they can't possibly know about the world of work, changes in the structure of education e tc . (013)
Even employment assistants within the Careers Service, who had no direct 
contact with guidance teachers in schools, thought the relationship between 
careers officers and these individuals was important. The School Careers 
Service Report (CS4) produced by guidance staff was considered a vital source 
of information before the VGI. Information recorded on the CS4 assisted careers 
staff when making decisions about young people's placement:
'From a background point of view, we rely on guidance staff to give us information on the School Careers Service Report. In e  quality of these reports does have an influence on how well we can place young people. The reports go through all the aspects of health, qualifications, pbteiitiai qualifications, general attitude to school and behaviour etc. It gives us a picture of the young person before they come for an interview. Guidance staff should have a reaty  fair knowledge not just of the academic ability of the young person, but or their whole social background. From an administration point of view, they (school guidance staff) are essential'. (03)
Observations of Young people's Year at School as a Basis for the Receipt of the CS4
Careers staff were also asked if the School Careers Service Report mattered more 
depending on the young person's year in school. Differing opinions emerged 
from careers staff regarding this issue. The following careers officer in Area 1 
thought the CS4 was more important for young people leaving school in 4th
___________________
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year and less of a priority for 6th year leavers entering further and higher 
education;
'If a young person is leaving and I don't get a report I tend to chase it up as it's important. If I don't get a report from someone who is wanting to go to college or university, and I'm quite happy with what they are saying to me then, I shouldn't, but I would tend to leave it. But when you are talking about levels of courses and suitability, we really should be placing emphasis on the upper school as well. Sometimes if the guidance teacher has written a report in 4th or 5th year, then the following year they might be a bit lax in giving you a report, and I tend to say to them " ...well if you don't put all the details in, if you just put a wee note in because I have got tne other reports". That's probably why you find there is a decrease in the upper school ones'. (03)
The timing of the Vocational Guidance Interview coincided with guidance staffs' 
working procedures and completion of the School Careers Service Reports. This 
process was rather arbitrary and could vary within schools. Although most 
guidance teachers did complete CS4's for all year groups, the following example 
in Area 1 is an exception:
'One of the reasons that I interview all the 4th years is because I don't get school reports on 5th and 6th years. I'll get their results but I don't get a school report, because it is the system that guidance staff use. When young people get to 4th year they get a different model of guidance, and the guy who does that actually doesn't know these weans. He gets them fresh in 5th year, and he has never clapped eyes on them. He is also the only one that is doing reports, so you are talking or... one guy, who has 250 weans he has never seen before, so you (careers officers) didn't get reports. The way round that was to get young people all seen in 4th year, so that I have got reports up to 4th year. It (CS4) won't have changed that much between 4th year and 5th year. I nave got their academic predictions and that's as much as I need. In other schools young people win still get a 5th or 6th year report because they have still got the same guidance teacher who has seen them since first year. It's a better system'. (02)
The following careers officer identified time constraints and pressure of work 
impacting on guidance staffs' ability to produce sufficient CS4's for all pupils:
Til be diplomatic about this. In the main we get school reports for most young people. Guidance staff can be put under pressure. For example, you might get a guidance teacher with three panel reports to produce and half a dozen urgent references to produce. Because we have a weekly programme for interviews, they may genuinely not have the time to provide you witn a school report'. (01)
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Although agreeing that guidance staff were under pressure in school, the 
following careers officer in Area 2 thought there was a still a need for relevant 
information from the CS4 for every young person in school, irrespective of their 
level of ability:
'Any young person with, for example, learning difficulties... it's easier to deal with a young person who has five h^hers than to deal with someone who is struggling to read the Daily Record. That's not to disparage teachers. It's to say the pressures on a teacher in a mainstream school, who maybe has a class and sitting in front of them is an extremely bright kid, and an extremely not bright kid and they are supposed to give one lesson over to that kid. The not bright kid in comparison can look extremely poor. However, considering young people spend quite a lot of time at school I think it's important to know how they are doing. You need information. I wouldn't have a blanket system within the Careers Service anyway, but you can make as big an arse of decision making about higher education as you can about YT, and its a helluva lot easier to change a iT  scheme than it is to change a university course'. (08)
Careers staff also highlighted how they sometimes received a copy of the Work 
Experience Pupil Assessment form^ from guidance staff (see appendix 8.1). The 
Work Experience form is completed by employers and includes assessments 
about young people’s attendance and timekeeping, as well as more subjective 
information concerning appearance, ability to communicate and self-confidence. 
Careers staffs' interpretations of this information should, however, take into 
account that pupils are only on work experience for a very short period, and 
that this is located in a very different environment from the school setting. 
Moreover, employers have no prior knowledge of the young person 
undertaking the course. As can be seen, the following careers officer showed an 
over-readiness to generalise from information documented on the Work 
Experience Pupil Assessment form. This was more likely to occur in situations 
where there was some ambiguity between careers officers' assessments and 
those of the school:
1 This document was identified by careers staff during semi-structured interviews and was not available in the units 
during fieldwork analysis.
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... particularly for young people on the borderline... the school might put something down about them and you find them slightly different, for example confident and you find them shy etc, so careers staff can see what young people were like in their Work Experience Report'. (06)
It is also possible that if there was limited information available about young 
people from other sources (for example on the CS4 or Aide Mémoire), careers 
staff might pay more attention to information recorded on the Work Experience 
Pupil Assessment form.
In addition to asking careers officers about their relationship with guidance staff 
and receipt of CS4's, their assessments of the various types of information 
documented on the CS4 were examined.
DESCRIPTIVE INFORMATION ON THE CS4; CAREERS STAFFS’ EVALUATION OF INFORMATION FROM THE SCHOOL CAREERS SERVICE REPORT
Interviews with careers staff aimed to investigate precisely which information 
on the CS4 was considered most important, particularly when making career 
recommendations and selecting young people for placement. At a general level, 
careers staff stressed the importance of all information on the CS4. However, 
when asked what information they thought was most useful, a more complex 
picture emerged. The majority of careers staff held similar perspectives 
regarding the relevance of information from the CS4 that they had no prior 
knowledge about before the VGI. This included academic predictions, health, 
and behavioural information about their client. The following illustrates these 
views:
'All important... They (CS4's) are always useful because kids tend to have a different outlook on their ability compared to what teachers will say. There is always a dispariw between what they think they are doing and what the school thinks they are doing. It gives you another view on young people's academic ability, behaviour, even illnesses and things like that. Attendance. Because no kid is going to say to you "I am constantly dogging it!". And there is no... other than the school report there is no way of assessing that... Information most useful... well I think academic ability is important. Just their general attitude in school, how they behave. That kind of thing. And any health problems that the kid is not going to tell you about'. (03)
 : - _
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However, careers officers did not consider the content of School Careers Service 
Reports to be all of the same standard:
'If they are done well they are very good. Information does vary and it can be patchy. Some guidance teachers would write a lot and tell you very little. I got school reports that were completed by the young people themselves!. This was really a waste of time, as I could have asked the young people this information myself. (05)
Only one, more experienced, senior careers officer did not put as much 
emphasis on the CS4; pointing out that most of the information he needed could 
be obtained during the VGI. The majority did not share this view and relied on 
the CS4 as necessary background information before their client's interview:
'I think the school report is useful. I wouldn't say it is absolutely crucial. I wouldn't refuse to do an interview because I didn't nave a school report. Maybe I would have requested a school report at the start of my career b u t! don't think I would now... maybe it's just laziness, I don't know. I think I can find out most of the stuff. If I think a kid is having me on then I will enquire about it. But I think you get the feel of the situation... sometimes just how they behave at the interview. The school report doesn't tell you everything. You have to divine some of the sticks for yourself. (02)
Furthermore, although all careers officers were very positive about their 
relationship with guidance staff, reservations emerged regarding the content of 
information documented on the CS4. The following careers officer’s concern 
was that the CS4 might not accurately represent young people's experiences in 
school, but instead, reflect guidance teachers' 'impressions' about the young 
person:
'It depends how good they (CS4's) are. Good ones are good and bad ones are useless. To some extent you have to remember that you are getting an impression from a teacher, about a certain achievement, performance, criteria, related to one individual, in one setting, which is the school setting. I think... I've always felt that the school reports, in particular the CS4, which we use, allow teachers to make decisions or impressions of things which can be profoundly irrelevant. I've read school reports which have been very damning in terms of what young people do in sdiools and maybe the point was the school didn't meet that young person's need and that was reflected in the CS4'. (014)
■ -
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'Accepting’ and ’Non-Accepting’ Orientations in Relation to Information Documented on the CS4
Among careers officers, there were general orientations involving different 
personal ideologies, which related to the legitimacy of others to make 
evaluations about young people. When assessing the content of information on 
the CS4, two broad orientations were discernible; careers officers were mostly 
accepting of information on the CS4 or not. One third of careers officers 
interviewed indicated that they were non-accepting of this information. For 
example, the following careers officer in the disadvantaged area stressed that 
situational factors might affect how young people responded within the school 
setting. A concern surrounding subjective assessments adopted by guidance 
staff was clearly evident:
'Personality? That can be difficult to access. The young person might behave differently in certain situations. You can't access someone's personality in one line. For example from comments like "A good type of boy . What does that mean? Does it mean - is he like my son? Does it mean - is he like me? Ability to mix? That's pretty relevant. If young people are loners in class and that's something you can observe over the years, that's fair enough. Behaviour? How can you judge someone's behaviour? Unless you are saying they were suspended on these four occasions etc. I think that's behaviour. 1 think if you write down "surly", that just might mean they (young person) don't like you, and why would they have to like you to get a good school report or good careers' report? Reliability? Again, I mean, has that got to do with what you want? ie "okay sir, I will go and do that", they are reliable?. I can tell that boy to go and do something, and maybe because he is shit scared of me, he might go and do it. Whereas, someone who has more of an independent streak m i^ t  say "why should I go and do what you want?". Timekeeping and attendance, yes again, I say to young people, "There is no point in being the best brickie in the world if you are going to lie in your kip". Health is vitm. Personal appearance and hygiene? WHl that’s middle class garbage isn't it? Middle class crap. If you live in a house where... I mean I have worked with families where the father and the son couldn't go out at the same time because they only had one pair of shoes. I am not kidding, that has happened. What right do I, earning 17 grand a year, having to look at these young people and say... " you want to see the state of them, their socks were filthy, he was wearing his tatty old trainers and an old pair of trousers". I mean that's gross impertinence'. (013)
  _  '
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It is apparent from the above that certain information recorded by guidance staff 
can elicit a charge of middle class bias and lack of understanding of those from 
deprived backgrounds. This careers officer's ideology is further articulated in 
his comments about two schools situated in Area 2:
'It's interesting if you look at (Area 2). There is a school which is ringed by APT's (Areas of Priority Treatment). We are talking slums here, really difficult circumstances. This is one of the best schools I have ever been in. Its pastoral programme is superb, its views on the future are incredible. It's a school, although situated m an APT, Td be happy to send my kids to it. Another schoolin contrast is (.....). It has in the past oeen a very top drawer academic school,but I think their delivery of things is a lot less imaginative. It's not that they discriminate against less able kids, but their understanding of the needs of people from deprived backgrounds is much less responsive'. (013)
The way in which careers officers in the disadvantaged area had to deal with 
very difficult problems facing their client was highlighted by a careers officer 
who had recently moved to this division:
'The majority of careers officers from this division are quite probably from a middle class background. I am. Having said that, one thing that struck me about working in this Division compared to my experience of other parts of the country, is that... there is the idea that the Careers Service is stuffy and middle class etc and it can come over that way. My feeling is that I am really quite impressed. I mean, I don't have to say this, it is really quite true. I am impressed with the careers officers here and how they have to deal with very, very difficult groups of young people... There is only so much the Careers Service can do'. (07)
Other careers officers, however, adopted a more 'accepting' viewpoint of 
information on the CS4. This particularly related to information that careers 
staff could not assess themselves. An uncritical distinction was made between 
information relied on from guidance staff on the CS4 and information obtained 
by careers officers during the VGI. This varied, but generally included 
information about a young person's time-keeping and attendance, academic 
ability, health, behaviour and home background circumstances. The quote 
below is representative of those careers officers following this approach:
'We (careers officers) find out things like health, academic potential and any special circumstances from the CS4. We do depend on the guidance staff to keep us informed. There are some things that we can get a clue about at an
 .  _ _
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interview, for example verbal communication, personality, but we have only half an hour (for the careers interview) so you can get an inkling, you don't find out very much. Things like behaviour... you would not have any idea about what a young person's behaviour was like without getting some report. Ability to mix, you might be able to conclude something about that yourself. Timekeeping and attendance, young people are not always very forthcoming about this, so that is useful to know. I think things like personal appearance and hygiene... the schools usually offer something, but usumly if it is one extreme or the other, perhaps. But these things we could normally assess ourselves. So things we would be looking for would be things we couldn't see for ourselves really’. (03)
As shown, the tendency of guidance staff to pay attention to dominant (extreme) 
characteristics about young people was pointed out by careers staff. When 
making decisions about placements, some reservations about the content of 
information on the CS4 were made. Overall, a majority of careers officers 
thought young people might react differently within a working environment to 
the way they respond in school. The following illustrates these views:
'Some of it is very subjective. It's (information on the CS4) all useful but I would take all of it with a pinch of salt. Because, some young people just don't like school, or they don't like the teachers, or the teachers don't like them. Especially things like personality, behaviour and reliability. I mean, I had a school report last week, basically saying this boy couldn't be recommended for anything. He was this, that and the next thing, and he is holding down a job just now and his attitude is completely different in the work situation. So, health is useful, ability to mix is useful, but some young people are just naturally loners so it can look like a criticism. Academic predictions are really useful because sometimes young people don't really know how they will get on; they might under- or over-aspire. Personal appearance and hygiene can be pretty subjective as well. Sometimes young people can be really casually dressed and the teacher does not approve'. (08)
The majority of careers staff from both localities mentioned situational and 
subjective factors as being important when assessing information documented 
on the CS4. Such observations are important as they highlight the possibility of 
negative stereotypes being created about specific types of young people - a 
possibility alluded to by one careers officer:
'Tim eke^ing and attendance is an indication of how the young person relates to school. But especially with early statutory leavers, because these young people don't attend, it doesn't mean they will not attend at work. It might be that the
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school has nothing to offer the young person or they might have problems, for example learning difficulties etc and therefore don't like school. I think it is really in^ortant to find out why the young person was not attending
Although one third of careers officers indicated that they had reservations about 
certain information on the CS4, particularly negative information about time­
keeping and attendance, academic ability and behaviour etc, ironically, as will 
be discussed in more depth in chapter ten, similar practices were adopted by 
careers officers themselves when completing the Aide Mémoire (CS2).
Employment Assistants' Decision Making from information on the CS4
The relevance of information on the CS4 for decision making regarding 
placement is most strongly indicated in interviews with employment assistants. 
This revealed how managing agents and employers stipulate specific criteria to 
careers staff regarding the type of young person they are looking for. During 
the pre-selection stage, information in the young person's unit (CSl), specifically 
from the CS4 (arid Aide Mémoire; see ch. 10), is prioritised by employment 
assistants to meet employers' recruitment requirements. As can be seen from 
the following, young people with negative attributes might not be selected for 
available vacancies.
'If an enyloyer was red hot on timekeeping and attendance and a young person's School Careers Service Report said this was abysmal then obviously, you are not going to send them. There are going to be young people with good timekeeping and attendance so therefore you are going to take them before you take someone like that'. (09)
Overall, employment assistants tended to be accepting of information 
documented on the CS4. This orientation has to be viewed within the context of 
their pre-selection role in meeting employers and managing agents' recruitment 
criteria.
   .
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The concept of a Pre-Selection Service to Employers as a Characteristic of the Careers Service Role
In the disadvantaged area, employment assistants identified how dependent the 
Careers Service was on employers contacting them. Consequently, if they did 
not pre-select young people according to employers' criteria, recruitment might 
take place elsewhere:
'If an employer comes to the Careers Service and you are offering a pre-selection service, then that is what you do, you pre-select. So we are saying you (the employer) are looking for this type of person X,Y and Z, so we will send you six candidates, exactly what you are lookmg for. Because if we don't do that, they will just advertise in the papers. So we are saying to them, "come to us with your vacancy and we will give you the suitable young people". (06)
The concept of the Careers Service offering employers a free selection service 
was also identified by careers officers. Information available in the young 
person's unit was crucial in fulfilling the pre-selection role:
'How important is information in the unit in terms of the selection of a young person to be sent for vacancies? Well it's the basis of the selection that we do. We tell employers that we offer them a free selection service, a free screening service. So, yes, the information that is contained within the unit is the basis on how we select young people. The main starting point is the (careers officer's) recommendation'. (01)
Careers Officers' Rationale for De-labelling Negative Information from the CS4;
What careers officers do with information on the CS4 is another matter. For 
example, the following careers officer admitted to not writing negative 
timekeeping and attendance information on the school report to the Aide 
Mémoire, on the grounds that situational factors were important in affecting 
how young people responded within the school setting:
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'Timekeeping and attendance, quite important from an employer's point of view, but I probably wouldn't disclose anything like that because it could just be the school'. (08)
This is very important. It is an example of an orientation adopted by careers 
officers who choose not to record negative information from the School Careers 
Service Report (CS4)^ on to the young persons' unit card (CSl) or Aide Mémoire 
(CS2). In this orientation, the careers officer actively takes part in a process of 
de-labelling in order to protect the young person involved. The view that young 
people might behave more positively within a working environment is used as a 
justification. Situational factors were also identified as important when 
assessing a young person's personality:
'It is useful to know how the young person functions as an individual in the school, because again it is difficult in a short interview to get an assessment of their personality. The young person can change when they come out of school. Sometimes school is not really their place, so I tend to take on board what is said (in the CS4), but bear in mind that it could change'. (05)
As well as making observations about the types of information recorded on the 
School Careers Service Report, careers officers revealed how this information 
was communicated between the two agencies. This involved the distinction 
between formal (written) and informal (verbal) communication.
Information as Circumspect Knowledge: Variations in Accounts of Formal and Informal Communication from the CS4
The method of communication between guidance staff and careers officers 
depended essentially on how good the relationship was between the two 
agencies. The type of information disclosed was also very important. If 
information on the CS4 was considered 'circumspect knowledge*, guidance staff 
were more likely to communicate this information verbally to careers officers
2 Chapter 10 identifies careers officers attempts at de-labelling information they record themselves on the Aide Mémoire 
{CS2).
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(sometimes by writing "see me later" in the 'General Comments' section of the 
CS4). This included information about the young person's home background 
and domestic circumstances; for example, if homeless, under social work 
supervision, or if their parents were divorced etc.
The majority of careers officers pointed out that informal means of 
communication took place with guidance staff and, overall, accepted this 
procedure. The main emphasis was on careers staff receiving relevant (though 
potentially negative and stigmatising) background information about young 
people which might impact on decision making about placement.
The following senior careers officer, quoted below, thought the quality of 
information recorded on the CS4 related to how well guidance staff knew young 
people. If guidance teachers did not put a lot of information down on the CS4, 
or communicate this verbally to careers officers, it was because they did not 
have much information about the young person they were dealing with. 
Information which was disclosed informally was expressed within the context of 
guidance staff simply 'filling in gaps' to careers officers regarding additional 
information they had about the young person:
'There might be a lot of information on the school report and if the guidance staff put something down like "see me later", this is to fill in the gaps as to why something happened, for example, domestic problems etc, rather than having a blank report. Reports which do say "see me later" are usually very good, with a lot of inmrmation about the young person. The guidance staff might want to see the careers officer to explain for example why the young person's attendance is very poor. The key to it all is if the careers officers have got to know the guidance staff and if the guidance staff know the young people'. (05)
This careers officer pointed out that some guidance teachers might complete a 
very poor school report and be prepared to give the careers officer a very good 
verbal report. The main priority was the receipt of relevant information to assist 
careers staff during placement:
"... it is better to speak to guidance staff verbally, than receive a very badly written school report, as we (careers officers) are only interested to see if there are any problems regarding placing young people'. (05)
   _ _    _
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Careers officers were also aware that guidance staff might not want to disclose 
information. The following careers officer, though positive about information 
from the CS4's, identified this as an important omission. It was therefore 
necessary to reassure guidance staff why careers officers needed this 
information:
'These (CS4's) were excellent, I always got reports before my interviews. However, there were exceptions as some teachers did not see the point of completing them. So I had meetings with guidance staff to explain why careers officers needed this information and to allay their fears. Some guidance teachers might have an initial fear with confidentiality, until they get to know the careers officer and build up trust... If there was something particularly sensitive and they (guidance staff) don't want to write it down, this is where the personal contact comes in and you (careers officer) can say '... well, just put "see me later" and we can have a wee chat about it, and it's not going down on paper or on the records, and that gets over any hang-ups they (guidance staff) might have about something that's a bit naughty'. (03)
The following careers officer pointed out that background information wasn't 
always available. These comments are important as they suggest school 
guidance staff themselves might be reluctant to record information on the CS4:
'Where it (CS4) falls down, I think, is that we don't always get the home background. You know, I feel maybe we should. Maybe it's none of our business, but I suppose that it can be important to know that, for example, mum and dad are separated or that the dad nas died etc. To be forewarned can be quite useful'. (02)
Careers officers could also be referred by guidance staff to other gatekeepers to 
receive additional information:
'The content of the school report is very good, it's not sort of vague statements or anything like that. I can go back to guiaance staff and say 'I have this girl here, can you give me some more information?' And that is not a problem. What they (guidance staff) also do is, if the young person is seeing the school psychologist, they would refer me to her and she would give me up-to-date information, plus a verbal statement as well. It gives you a good idea about the young person. So, yes I am quite happy about my reports'. (06)
While most careers officers were accepting of this informal method of 
communicating information, others were not. The following careers officer was
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the most outspoken among the minority who expressed a critical orientation to 
such methods. This was particularly evident in respect of the transmission of 
negative information about the young person's domestic circumstances:
'I think if people (guidance staff) want to make general comments, I would always say they write it down. I don't want them coming to me at the tea-break and saying, " ... guess what I think about this guy... his big brother has been done for stealing, and his dad's drunk all the time". I don't want them telling me that. If he knows that as fact and he thinks it is relevant, which is another question, if he thinks it is relevant to the employment prospects of the young person, then he writes it down. He doesn't tell me a wee sort of... other people might be quite happy with that. I'm not. Everything has to be above board. Because what he is trying to do, he is trying to lay it all on you, the responsibility for writing it down. What he might know as a fact, you know as hearsay. So the fact that you are writing it down, you are writing down gossip.... and that's not on. So any general comments they (guidance staff) want to make, I would prefer them to make them on the CS4, and to make them as factual as possible'. (013)
This careers officer went on to use the concept of 'the professional club' to 
illustrate the way guidance staff and careers officers negotiate information to 
each other:
This "see me later", that's nonsense. This is the professional club, you know, "I'll tell you because you are a fellow professional", and you tell me because I am a fellow professional. Now considering the fact that people now can get access to their units, I think you have to be a lot more circumspect as to what we tittle tattle about with kids. And I'm not saying that we can't find out interesting and relevant things. What I am saying is that people have a right to know wnat is being said about them'. (013)
Overall, information recorded on the CS4 regarding a young person's home 
background was perceived by the majority of careers staff as being useful 
additional information to have when making decisions about placement. It was 
the way this information was communicated and whether or not this was 
particularly relevant which caused concern among a minority of careers officers. 
If careers officers received personal information from guidance staff, care would 
be taken not to embarrass the young person during their careers interview:
'I find it useful to know if there is anything on the CS4 about the youngster's background which would perhaps have a knock on affect in their occupational
  _____ __ ‘'i:S
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life... that they were always being disruptive for some reason, or if they have been in some kind of bother etc. Sometimes this can have a knock on effect, which can be useful from the point of not treading on any toes during the vocational guidance interview. Or if the young person is going to become homeless or whatever, which obviously would affect them'. (04J
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Careers staff pointed out that if they had more background information, young 
people could be offered additional support during their training or receive 
information on benefits which might be relevant to them.
In summary, the foregoing analysis has demonstrated a widespread consensus 
among all careers officers about the necessity of establishing a good working 
relationship with guidance staff in schools, and in receiving the School Careers 
Service Report (CS4). However, in a number of other respects, careers staffs' 
views were more diverse.
Three main issues emerged from careers officers' perceptions of school guidance 
staff and receipt of the CS4. The first is that while overall, careers officers were 
satisfied with the type and level of information documented, some were critical 
in a number of ways. Within this context, careers officers were broadly 
categorised as accepting of information or not. In the former orientation, careers 
officers were relatively uncritical, a distinction being drawn between 
information available from the CS4, and that which careers officers record 
themselves during the VGI. Among those careers officers adopting a non­
accepting orientation, they were more critical of information on the CS4, this 
being related particularly to negative information recorded about young 
people's appearance and personality, and the way in which situational and 
subjective factors may have influenced guidance staffs' views.
Second, employment assistants all indicated accepting orientations in respect of 
information recorded on the CS4. This is viewed within the context of their role 
of pre-selecting young people for placements and in affirming employers' 
recruitment criteria.
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Third, careers officers pointed out how some background information, for 
example domestic problems at home or social work involvement, was 
considered as 'circumspect knowledge' by guidance staff and therefore 
communicated informally (verbally) to the Careers Service, rather than recorded 
on the CS4. This practice was again accepted by some careers officers and not 
by others, and may be one way labelling and negative selection processes are 
reduced.
The situation facing careers officers bears some striking similarities to the focus 
of social psychological research on attribution theory. This has shown how 
selection interviews carried out by occupational counsellors attribute too much 
to a young person's disposition and too little to the (interview) situation itself 
and its effect on the individual. This has been termed the 'fundamental 
attribution error' (Jones & Davis 1965; Jones & Harris 1967; Jones 1979), and has 
received more detailed attention elsewhere (Schmitt 1976; Herriot 1981).
The tendency of occupational counsellors to focus on 'first impressions' and 
form negative or positive impressions about young people early in the interview 
is highlighted. This might be more likely when the counsellor has received prior 
(negative or positive) information about young people from others (ie school 
staff, the social work department, educational psychologist etc). This is not to 
suggest that such information will automatically lead to young people being 
negatively or positively evaluated (or labelled), though there is evidence to 
show that low expectations about a candidate require a good deal of 
disconfirming evidence before they are overcome.
More attention is also paid to negative information than favourable information 
(London & Hankel 1974). Research evidence suggests that an interviewer’s 
evaluation of the suitability of a candidate for employment will be biased by his 
personal feelings towards him /her. As Keenan (1977:283) observes:
'Since liking is known to be powerfully influenced by perceived similarity (Byrne 1971), it seems reasonable to suggest that liking is at least partly determined by the degree of compatifcility between interviewer and interviewee'.
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Finally, a further potential source of attributional bias is that which can be 
inferred from the application of a general prototype (Herriot 1981); for example, 
'a good type of boy or girl', or a 'low achiever' etc. Another counsellor meeting 
the young person for the first time during a short interview, might, as Herriot 
(1981:169) suggests, 'run the risk of forming highly consistent and 
undifferentiated general impressions of candidates'.
As will be shown, careers officers record similar information to guidance staff 
on the Aide Mémoire (CS2) document, though they respond to it in a different 
way. Factors influencing the completion of the Aide Mémoire and how careers 
staff perceive this information and use it during selection processes will be 
considered in more detail later (ch. 10).
The Careers Services' relationship with other gatekeepers, particularly those 
who have access to information about health is vital. What follows next is 
careers staffs' perceptions of information and advice from the School Medical 
Service and the Employment Medical Advisory Service (EMAS).
PERCEPTIONS OF THE SCHOOL MEDICAL SERVICE AND RECEIPT OF HEALTH INFORMATION
'The Careers Service has had plenty of young people who write on their Pre- Interview form (CS18a) that they have asthma or if they are colour-blind. I'm sure that the School Medical Officers arè aware of this... if they have already seen these young people, which presumably they have... but they obviously don't think it is important enough to tell us. Also, if the young person has, for example, got asthma and has controlled this with inhalers for a number of years, the School Medical Service might think the Careers Service need not know this information. I don't think the School Medical Service meet our expectations to be honest. I'll see a number of young people in school with health problems and I’ll have no school medical back-up information on them. I'm very reliant on the guidance staff for information on the CS4, or on information from the young person, whether it's on their Pre-Interview form that they have completed themselves, or at the interview stage'. (03)
     _ ____
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The School Careers Service Report (CS4) was viewed as essential for providing 
relevant health information to careers staff. Young people themselves could 
also provide information about their health on the CS18a form (pre-interview 
questionnaire), but not all are forthcoming about revealing health problems to 
careers staff (ch.5).
Careers staff were therefore asked how they perceived their relationship with 
other gatekeepers, particularly those who had access to and recorded 
information about young people with health problems (School Medical Service), 
or who could give the Careers Service advice about the suitability of specific 
forms of employment for young people with health problems (EMAS) the 
Employment Medical Advisory Service. Careers staffs’ views about the 
availability, content and relevance of information received from these agencies^ 
included Y9 and YIO forms from the School Medical Service.
Perceptions of the School Medical Service and Receipt of Y9/Y10 forms
For the majority of mainstream careers staff, the only contact they had with the 
School Medical Service was when the Careers Service received a copy of a Y9 or 
YIO form. As the following careers officer in Area 1 pointed out:
'The only contact we have is the receipt of a Y9 or YIO form. Special needs careers officers might receive more YIO forms, as they can have a closer relationship with the School Medical Service than the mainstream careers
3 Examples of documents from these agencies (including Y9 and YIO forms) are shown at the end of the thesis.
When interviewed, all careers staff stressed the need for relevant (health) 
information in order to make proper decisions about young people's career 
recommendations and placement. However, because the Careers Service did 
not always receive this, their client could be placed into training or employment 
which could make their health condition worse. Indeed, in some instances, the 
Careers Service did not know a young person had a health problem until 
employers and managing agents confronted them about this. ,
: :___
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officers. We've got to say, in this division we do not have much contact with the School Medical Service, you know, formal contact. The last time I saw a Y9 form was when... (careers officer laughs) Celtic won the league! I'm not sure if they (school medical officers) even know about Y9's these days'.(01)
Careers officers thought School Medical Officers were probably aware of young 
people in mainstream schools who had health problems, but concluded that 
they might not consider this information a priority for the Careers Service. As 
the opening quote illustrates, alternative mechanisms for obtaining health 
information are developed by careers staff. Of interest is how careers staff 
operate within a context of uncertainty when dealing with young people with 
health problems.
Employment assistants in both localities also pointed out that the Careers 
Service rarely received Y9 forms from the School Medical Service. In some 
instances, if they did receive a Y9 form, it was erroneously sent out well in 
advance of the young person's school leaving date:
'We don't really have a relationship with the School Medical Service. I honestly couldn't tell you the name of anyone involved with the School Medical Service. Occasionally we get Y9 forms... I have been in the Careers Service for 17 years and the only contact I have had with School Medical Officers was to phone them up to tell them I was returning a Y9 form, to be returned to us (Careers Service) at a later date because it had been sent to the careers office and the young person was still at primary school'. (09)
The following careers officer complained about inadequate health information 
from the School Medical Service, particularly for specific health problems which 
could affect a young person in the working environment:
'Nightmare... Really we have got to the stage where we have got to write to the School Medical Officer and get one (Y9 form). For example, for a young person with cerebral palsy, we (careers officers) can't contact EMAS (Employment Medical Advisory Service) until the young person leaves school.. Every young person gets a medical at whatever age it is, and School Medical Officers, if they identify a medical problem which could be detrimental to the young person in a work situation, should automatically complete a Y9... but they don 't. (08)
 : : ■ _ _ ' _ ____
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This lack of communication was perceived as more problematic because of the 
increasingly high numbers of young people with special needs being integrated 
into mainstream schools. For some clients with health problems, careers staff 
found it difficult to make proper judgements about placement without adequate 
medical advice:
There is no communication, there is no facility for communication... I don't know who controls what they (School Medical Officers) do in relation to us. It is no wonder we don't get much... Also, there are less and less young people going to special schools. More young people are being integrated into mainstream schools. So this is going to blow up. And it is going to have to be sorted out... Very, very occasionally I would asK the School Medical Service to complete a full report. But that is most unusual... The last one I had was a lad who had a form of ataxia, and it was very difficult to make any kind of assessment on him. So I wanted to get a medical opinion on it. It wasn't an illness that he had, so there was no point in going to EMAS'. (03)
Overall, the majority of careers staff had negative perceptions of the School 
Medical Service. When the Careers Service did receive information on the Y9 
form, this was often considered "worse than useless". In certain circumstances, 
careers staff might consider it a waste of time to contact the School Medical 
Service to ask them why there was no Y9 or YIO form available for some clients;
'A young person might be two months into their training scheme and discover that their health is causing them problems. Careers staff are not going to go back to the School Medical Officers and say 'where was this young person's Y9 form?'. Careers staff might contact EMAS or the young person's Gr. There is not much point in contacting the school medical officers once the horse has bolted'. (010)
It was also argued that if the Careers Service did not have enough health 
information to place a client and there was no Y9 form available, careers officers 
might be more prone to criticise the School Medical Service. This was even 
more likely if the young person entered employment which made their health 
condition worse. In the following comments, a proactive, de-labelling approach 
to the management of health information was put forward:
'Careers officers might have a tendency to be more critical of the Y9 system if they were caught out by it... It is not the first time I have heard of a situation where a young person was placed into employment which was not suitable for
■ •
__________________________________
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them, because the Careers Service did not have enough information about their health problem.,. Some young people are very toucny about their health and any careers officer worth their salt is not looking to label a young person. But itfoes back to the realism of the situation. There is no point in a young person eing in employment if it is totally unrealistic to their needs. Trying to place a young person might take much more than one interview*. (05)
Careers staff also revealed how the Careers Service might receive a Y9 form for a 
young person with colour blindness and asthma, but not for other health 
problems. In both localities, the receipt of Y9 forms for specific health 
conditions was identified as a very arbitrary process:
'It seems to be very patchy. Again, this is just my impression, but I can think of having Y9's for a young person with colour blindness, the odd one for a young person with asthma... and that tends to be the favourite. Other types of medical conditions, diabetes, hearing and so on, no I can't... It seems to be kind of hit and miss almost. I don’t know how the School Medical Officers operate any more. In a previous job I worked in Glasgow, it used to be that every young person at the end of 3rd year had a school medical. We used to get Y9's for a young person without any health problems! I'm not aware of a strong input from the school medical board in this division'. (01)
The Y9 Form as a Health Indicator
Despite the need for health information and the obvious criticism of school 
medical officers for not providing it, the Y9 form was regarded as useful in 
alerting careers officers about possible health problems. More detailed 
information could then be obtained from other gatekeepers if the health 
problem impacted upon the type of career a young person was interested in:
'I think it's fine as long as we get it. Because again, it's a starting point. A Y9 is just alerting me to a potential health problem. Now, again, depending on the young person's aspirations and their career choices, that will either be a factor or will not be a factor. If it is to be a factor in terms of the young person's career choice, then we will tend to follow it up through EMAS and get more detailed information. So, really the Y9, although it is very simple information that you are getting, it is putting a marker down for you. It's alerting you to the fact and you can take it further'. (013)
_____________
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Other careers officers had similar observations. The content of Y9 forms were 
criticised, but the information was from an official source and at least allowed 
careers staff to make further enquiries about a young person's health problem:
Tn general the Y9 is pretty useless... but at least it's something medical and official. It gives you an opening to pursue more information. I nave problems with things like epilepsy. You know, what kind of epilepsy is it? And what kind of effect does it have on the young person's life?'. (08)
Impressions of 'Coded' Health Information on the Y9 Form
School Medical Officers do not disclose medical information on the Y9 form (see 
Appendix 2.6), but instead alert the Careers Service to work situations which 
may be unsafe for their client. For example, a pupil may be not suitable for: 
'work involving exposure to dust and fumes (implying asthma), or 'work at 
heights or near vehicles or machinery' (implying epilepsy). This is a very good 
example of official de-labelling processes being adopted by the School Medical 
Service when communicating health information to the Careers Service (see 
ch.2). Because of the way information was 'coded' on the Y9 form, careers staff 
were often very confused about how to interpret it. The need for more 
communication between the two agencies and the recording of adequate health 
information on this form was suggested by careers staff:
'I think just to tick a thing that, you know, young people shouldn't work at heights, or lift heavy things, it (Y9) isn't necessarily all that helpful. How high is high? How heavy is heavy? Are we talking about lifting a bag of sugar or a bag of coal? There is a helluva difference between the two. It could be more detailed, but maybe that then means the careers officer going to see the doctor or whoever to say ' What do you mean by that?" And maybe we don't. Maybe we just say the (young person) shouldn't work at heights, so we would tell them not to be a painter or a steeplejack or a slater or something'. (02)
As well as the Careers Service, careers staff highlighted how other agencies such 
as EMAS did not receive adequate information from the School Medical Service. 
According to the following careers officer, this was because school medical
'■■■ïîïl
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officers thought young people might be stigmatised if actual health information 
was recorded:
’The situation could be improved to do with the Y9's. For example, we have area meetings with them (School Medical Officers), We did that last year and EMAS and the school medical officers ended up fighting with one another. This clinical co-ordinator would not tell us anything. They wouldn't tell us if anyone had epilepsy in case they (young people) were discriminated against and it would be a stigma. He (school medical officer) would write things like "vertigo" or "...doesn't like heights". Any time we (careers officers) got that on a Y9, it would be a situation where we were asking ourselves "...is it really that the young person doesn't like heights? Or really nas the young person got vertigo? Or mignt the young person have epilepsy? '. So we had big arguments about that. Although it did improve a bit after that. We have got strict codes of confidentiality. We are using the information to help the young person'. (08)
The YIO Form and Critique of Medical Terminology
Criticisms of the YIO form were also evident among careers staff (see Appendix 
2.7). Although health information was recorded on the YIO, careers staff could 
not understand the medical terminology used by the School Medical Officers:
Sometimes you get in school... you get reports on handicapped kids, and you don't know what they mean... it doesn't mean anything. They (school medical officers) are talking about the young person's eyesight. And they are talking about terms like... ocular minus 20. Minus 20 from what? I don t even know what 20/20 vision is! I know that it is good, but what is 30/20 or... ? It doesn't mean anything to me! If they say that their (young person's) eyesight is maybe not that great in their left eye, then it would be a lot clearer! But to use technical terms doesn't help at all' (02)
Employment assistants also had difficulty understanding the medical 
terminology used by School Medical Officers and often referred to a medical 
dictionary for more information:
'We have a medical dictionary in the careers office for the very reason that we can't understand the medical terminology on the YIO forms. Why they (school medical officers) can't just put the information in ordinary layman's terms I don't know... It's a waste of time'. (010)
______I____________________________ ;___________________________________________________________________________________________________________________
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A crucial issue highlighted by a senior careers officer regarding the implications 
of not disclosing health information to the Careers Service related to 
unwarranted or inadvertent restriction on opportunities for young people. It 
was therefore important that school medical officers understood why careers 
staff required more information. Proactive measures could then be taken by 
careers staff to assist those with health problems:
T suppose, to be charitable, I could say it's to do with their (school medical officers) workload. Again, because I'm not actually aware of the system that they operate, I can't really comment. I mean, you could make all sorts of comments you know. I could make some educated guesses about what is happening. I would hope that in most of the cases it wouldn't be because of the fear that tne Careers Service might discriminate against a young person in the labour market... and if that was the view of the School Medical Service, then that's the Careers Service's problem, as far as I'm concerned. It's for us to make sure they (school medical officers) know what our role is, and how we handle information. And how in fact they may be discriminating against young people by not disclosing information. I don’t know... It can actually work the other way. In fact, in a lot of cases, if a medical problem is highlighted to the careers officer, that can actually work to the advantage of the young person, in terms of the eventual placement. Also, the ability to use all the different support services, you can call on specialised grants and so on'. (01)
Epilepsy was identified as an example of a medical condition where careers staff 
might be confused about what types of employment a young person could cope 
with. Again, it was stressed how inadequate health information from school 
medical officers and other agencies could result in a 'narrowing' of employment 
opportunities and potentially limit careers staffs' proactive response:
'I don't know what the school medical officers' obligations are on all this. Personally I think one should be issued for every health category on the wretched thing (Y9 form). Otherwise, why do we have them in the first place? I would like to see them issue Y9 forms for all young people to whom they apply. I mean to say, school medical officers don't want a young person discriminated against... that's a moral thing isn't it? And if it is the case then it shows a lack of understanding as to what we do. Because in fact, the more information we have on the young person, the more we can do. If we just know it is epilepsy, then everything is out. It is the lot. I mean, we need to know what kind of epilepsy? Is it controlled? and all the rest of it. There are some jobs which coula well be OK. But because you don't know, you can't go ahead and work on it. In fact it could be narrowing what we do. If all we know is ... there is a problem. What kind is it? What does it mean? What is out and what is on? What can the
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young person do? So we would use the Y9 form, I would like to think, to open uj> opportunities rather than anything else. But based on informed knowledge'.
The following careers officer pointed out that perhaps discrimination occurs 
'unconsciously' by careers officers themselves. Again, epilepsy was used as an 
example. If there was a lack of information, certain jobs might be automatically 
ruled out:
I think we would only go to the Medical Service with a specific problem. And they don't necessarily tell us unless we ask. We don't have a monthly meeting to... or even a meeting at the beginning of 4th year to say "look, these kids have got a medical problem". Or they telling us that these kids have got a medical problem. If only to forewarn us that... "this is going to come up". I don't know; maybe the school medical officers perceive it as a... that we discriminate. I don't know. I try not to, but maybe it happens unconsciously. You know, you just do it. If a kid has got epilepsy, you don t send him for... you automatically... There are some jobs that this kid couldn't do. But I am not a doctor. I don't know how well it is controlled by medication. If the kid tells me it is controlled, then I believe them. Unless I am likely to find out to the contrary'. (02)
Employment assistants questioned the logic of having Y9 forms if they were not 
going to be used. Similar to careers officers, they also took a proactive stance in 
respect of placing young people with health problems into available vacancies:
'I think discrimination is the last thing careers officers would do. School medical officers may think that because they don't know how we operate, but if we get someone who has a health problem you are going to go out of your way to help them get the right type of job. We deal with people, not with figures and we are there to help the young person. I think the reasons for this is probably more to do with administrational issues rather than issues like discrimination. If careers officers are not getting the Y9's they will not ask for them. The very fact there are Y9 forms indicates that there has been some kind of agreement that this information should be made available to the Careers Service. Another reason why the school medical officers would be wrong to think the Careers Service would discriminate against the young person is that the final decision might rest with EMAS about what type of employment the young person is suitable for.
.... .............................................. .....
1 9 8
COnTACT AnD ADVICE FROM THE EMPLOYMEnT MEDICAL ADVISORY SERVICE (EMAS)
The Careers Service can also contact the Employment Medical Advisory Service 
(EMAS)^ for advice about the suitability of certain types of employment for 
young people with health problems. As with the situation pertaining to Y9 and 
YIO forms, very few reports from EMAS were found in units of young people 
with health problems. When interviewed, careers staff highlighted how guide­
lines involved in contacting EMAS often meant a delay in the Careers Services' 
decision making when placing a young person into employment:
'A big disadvantage about EMAS is that the young person must have left school before careers officers can contact EMAS. Also careers officers need the young person's parental consent because they are still under the regulations of the School Medical Service. If more than one person is after the same type of job it might go to the other person, arid not the young person with a health problem waiting for a reply from EMAS. They (EMAS) prefer requests in writing but will accept this verbally. For example, with a young person with cerebral palsy, I would write and say, "This is his problem, this is his doctor's name, this is what he is interested in doing. What do you think?". (08)
The decision to contact EMAS varied among careers officers and a rather 
arbitrary process appeared to operate. A lot depended on the type of health 
problem involved and the knowledge the careers officer had about a young 
persons' health condition:
'Well, it's hard to say. It's like this thing where everybody is different. Sometimes the careers officer's experience will come into play and if careers officers have some reasonable background on the young person, you may not feel the need to contact EMAS... I think the last one was a young person with epilepsy, and I was trying to access the amount of control that the medication was offering her for the specific type of job I was going to send her to. It depends on the condition and the severity'. (01)
Overall, the majority of careers officers from both localities pointed out that they 
rarely ever contacted EMAS - findings confirmed by the very few EMAS letters
4 A general summary of the role of EMAS is outlined in more detail in chapter 2.
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filed in Careers Service units. In some instances careers staff would contact 
EMAS as 'a last resort' if they could not get any information from the school, 
young person, the young persons' parents, or from the School Medical Service. 
The following senior careers officer in Area 2 pointed out that she had never 
contacted EMAS. Alternative strategies were devised to get health information 
more efficiently from other sources:
'That is a difficult question because since I started in this division, I have never contacted EMAS. if the young person had a health problem, I would get more information from the young person or the school. I might inform the younggerson to go to their GP and to find out if they were suitable for employment. MAS has the authority to contact the young person's doctor but even then that wasn't always particularly effective either. I  could give the young person a trial to see how they coped in controlled circumstances, for example at the (ERC) Employment Rehabilitation Centre. Also, if EMAS or a careers officer said no to a young person regarding certain work that they were interested in, what was to stop them from going ahead and doing that work anyway? (05)
When careers staff did contact EMAS, epilepsy was the most frequently cited 
health condition referred to by careers staff:
'I think epilepsy might be the most obvious one. Where you are not too sure about their health, that would be the main problem. Perhaps diabetes if it was severe'. (02)
Another careers officer in the disadvantaged area related the following story of 
how his client was rejected by a managing agent for a placement into 
hairdressing because she had nocturnal epilepsy. He subsequently contacted 
EMAS to get some 'authoritative backing' regarding this situation. However, 
because the careers officer did not receive a positive enough response from 
EMAS, he made the decision not to present the EMAS report to the managing 
agent. The latter, despite the careers officers' renewed attempts to secure 
placement for his client, remained unwilling to co-operate. This is another good 
example of a careers officer attempting to censor and de-label information from 
a gatekeeper in order to protect his/her client and try (though not always 
successfully) to secure employment:
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Tve used EMAS because I have wanted their support, not because I have wanted their advice. I mean it's happened... I wanted to get a girl into hairdressing who had nocturnal epilepsy. The managing agent wouldn't wear it and I was kind of annoyed and I wrote to EMAS and they came over as being well... shimmy shally-ing about. And they (EMAS) wouldn't come down on my side. So I never presented the report to the... I mean if it had been a good, report I would have presented it to the training agent, but it was a bad report, so I never'. (013)
AMcD Did the managing agent take the young person on the training scheme?
'I went and saw the managing agent a couple of times and they refused point blank. And I eventually got quite heated and I told her she was being bigoted rather than being cautious and if she thought she was doing this for the girl's benefit, then she wasn't... She never got started. (013)
The aforementioned account is important. It highlights how careers staff face 
difficulties in trying to secure placements for clients with health problems, 
particularly in the disadvantaged area. Although previous analysis has shown 
how careers staffs' client-centred response to those with health problems does 
make a difference, in terms of placing them into youth training and in keeping 
them off the unemployment register (ch.6), this is not always an easy task, even 
when careers staff proactively try to sell young people to employers. Such 
findings mirror the wider situation which face disabled youth in society at 
present in that, compared to able bodied youth, they face discrimination and 
marginalisation in the labour market.
EMAS doctors, on account of their knowledge of occupational health in the 
workplace, are able to advise careers officers about certain employment 
placements and health conditions that the Careers Service are unsure about. 
However, the following views reflect how autonomous careers staffs' decision 
making is in respect of securing placements for their clients, sometimes 
irrespective of what the EMAS report indicates:
' EMAS is always very... well, you know, tactful about how they put things, and they wouldn't generally put things in black and white... Well... you (careers officer) specify the type of work the young person is looking at and ask about
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the suitability of the young person because of their medical condition, and you get an answer on that. But EMAS usually cover themselves'. (04)
AMcD In what way?
'Oh I don't know. Well they generally... it lust depends on how severe the young person's health condition is. I wouldn t ever see myself using an EMAS letter to a young person or their parents and saying "there you are, you can't do that because EMAS says". Never... I have worked in the Careers Service for 13 years and I have never come across a situation like that. (03)
On a general level, although careers staff pointed out that they did not have a 
great deal of contact with EMAS, they were less critical about this agency than 
they were with the School Medical Service and the receipt and content of Y9 
and YIO forms. This might be because it is up to the Careers Service themselves 
to contact EMAS. Careers officers pointed out that they would also speak to 
EMAS verbally and that overall, they were quite satisfied with the reports they 
received. This also probably explains why there are so few (formal) letters from 
EMAS in young people's units:
'I haven't had any problems contacting EMAS. I always found them approachable. On a number of occasions, I may just pick up the phone and have a quick chat with the doctor and give the background information over the phone and you can get a quick... "Yes, go ahead, I don't see any problems". You don't need to go through me formal procedure*. (07)
Finally, employment assistants were also quite positive about EMAS. This 
agency was not viewed as being too restrictive regarding recommendations 
about young people's placements:
'No, as long as Careers have the correct form and have the young person's and parents' permission, no problem. Reports were always written and sent out within a couple of weeks. I don't see this agency as being obstructive. The process is fine. The information EMAS gives is fairly academic. They don't tend to make too many judgements about the type of work a young person can go into. They just advise what they think the young person would not be able to do. The Careers Service can talk with authority if they have EMAS backing'.
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CONCLUSION
This section has shown how careers officers lack information about health. The 
School Medical Service, with whom careers officers have limited contact, was 
perceived to be particularly poor at providing health information, especially in 
relation to Y9 and YIO forms. The specific importance of this resides in the way 
the School Medical Service is seen as restricting information on the grounds that 
it might be used to label young people negatively. The careers officers rejected 
this and essentially presented themselves as adopting a proactive, de-labelling 
approach.
Careers officers' views about the Y9 and YIO forms can be summarised as 
indicating not only that the process by which they were received was arbitrary, 
but that when received, information was limited and 'coded' in a way which 
was often confusing and less than helpful. Of vital importance was the fact that 
a lack of adequate health information could restrict decision making about 
placement. Hence alternative sources, such as the CS4 from guidance staff, were 
considered more reliable.
Limited contact was also made with the Employment Medical Advisory Service, 
although views were more favourable about this agency, which could be used 
as a means of support, though not for health information.
Against the background of wider opportunity structures operating within the 
contrasting labour markets, careers staffs' perceptions of health and its 
significance to the selection and placement of young people leaving mainstream 
schools is examined in more detail in chapter nine. Further consideration is also 
given to the processes by which careers staff manage health information in a 
context of uncertainty.
_ _________________________________________
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CHAPTER 9
CAREERS STAFFS' PERCEPTIOnS OF HEALTH: MAInSTREAMTRAnSITIOn WITHIn COnTRASTInG LOCALITIES
InTRODUCTIOn
This chapter considers careers staffs' decision making and information 
management in respect of young people with health problems within the 
contrasting localities. As shown, a wide range of health problems are recorded 
by school guidance staff on the School Careers Service Report and by careers 
officers on the Aide Mémoire (ch.5). Overall, around one in five young people 
in the present study were recorded as having a health problem. Further analysis 
(ch.6) suggested that the Careers Service is effective in the sense that careers 
officers do make a difference in the way that young people with and without 
health problems are placed into available vacancies. This could be seen in the 
way more of those with health problems, including major health problems, were 
placed into youth training schemes (though not the worst types of premium 
schemes), and fewer were unemployed, particularly in the disadvantaged area.
The aim of chapter nine is to examine in more detail how careers staff perceive 
health information concerning their client. Overall, health information was 
considered very important by all careers staff, though when asked how 
significant health was when making career recommendations and decisions 
about placement, a divergence of opinion between careers officers emerged.
THE IMPORTANCE OF HEALTH INFORMATION: VARIATIONS IN CAREERS STAFFS’ ACCOUNTS
All careers staff from both localities stressed the necessity of receiving relevant, 
up to date, health information about their clients from other gatekeepers, 
particularly school guidance staff. Careers staff also emphasised the importance 
of receiving and recording health information on the Aide Mémoire during the 
young person's VGI. However, views differed about the significance of health
  :___________
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information for decisions regarding placement. For example, the following 
careers officer qualified his views about health information within the context of 
a young person’s job specification. In some circumstances, the health problem 
was not perceived as being important:
'It depends on the type of job the young person wants to do. I establish very early on in the interview if there is a he^tn  problem. A lot of young people are quite realistic about their health; they know what they can do, but whether they are always honest about this is another matter. For a lot of jobs, health isn t really vital'. (02)
Another example of this orientation was outlined by the following careers 
officer, who thought health need not restrict placement outcome:
'The only emphasis I would put on health would be if it affected the young person's chance of employment... health is important if there is a problem. But I don't think it should be over-emphasised. It has to be looked into. I mean, you find that the majority of young people have asthma that has been diagnosed and they have inhalers etc. But that doesn't mean we are writing away to the MOH (Ministry of Health) to get reports or anything. We are just aware of it. For example, if a young person Wanted to do ^ r a y  painting or engineering, then that is somethmg that you have to  look out for. Same witn diabetics. You have to ascertain the extent of the condition, how well the young person copes with it, if they can control it themselves. However, it (health) need not be a barrier to placement at all'. (04)
Others pointed out if the young person's health problem didn't keep him /her 
off school, the school didn't necessarily need to know about this:
'If it's something that is not... doesn't keep the kid off school, there is no reason why the school should know. I was trying to think of something like a dicky knee, you know some kids have got injuries that they suffered years ago. Or because they had an operation maybe at primary school; it has not been carried through to secondary. The school doesn't necessarily know. It has never been a problem. Maybe it is not necessarily going to appear in the school report. Yet I nave seen two kids within two weeks who had Osgood Schlatters disease, which is apparently just growing pains. And they will probably grow out of it. It was on the school report, but the kids told me. I had never heard of it in my life before'. (02)
Quite different views regarding the significance of health information were held 
by more than half of the careers officers interviewed. A young person's health
"i
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condition was perceived as crucial when making career recommendations and 
decisions about placements, even for very minor health problems. The 
following careers officer outlined types of health problems which could impact 
on young people's employment and training:
'Information on health is vital. Even if someone has a very minor problem, for example, an allergic reaction and they want to go into hairdressing etc. Same with asthma, you aren't going to sena a kid for a job if it is going to make their health problem more severe... it (health information) has ^ot to be spot on. If there is a health problem careers officers need detailed information about it, depending on the nealth condition'. (08)
Careers officers also highlighted instances where they negotiated employment 
conditions with employers to assist young people with health problems in the 
working environment:
'Health information is important because if there are things like, for example diabetics, if young people are on diet control, they have got to eat at certain points in the day. And it has not been unknown for young people to come back and say "Look, they (employer) won't let me eat at certain times, and I have got to eat because if I don't I'll go into a... whatever". Now obviously in that case we would ring up the managing agent or employer and try to sort it out as best we could. It mignt just mean some understanding from the employer, Or it might mean a very minor alteration to when they take their tea break or something like that. But it makes an awful lot of difference to the young person'. (06)
Among the employment assistants interviewed, all thought information about a 
young person's health was very important. Health was perceived as directly 
relevant to the type of employment clients were considering:
'The sort of things I would look for is, for example, asthma. This would limit you to the sort of places you could send young people to. You couldn't send them to a factory where there is a lot of dust, or a building site. If you have a young person with a hearing problem there may be places where this could be difficult; for example, a noisy environment, where they could find it difficult to pick things up. if there is a physical disability this would also have to be considered and they would nave to be able to cope in their placement. Personality should also be taken into consideration, emotional problems can also affect young people'. (09)
Employment assistants' views, therefore, mirrored those careers officers who 
thought all health problems were important. As these careers staff were
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working with a greater number of young people entering either YT or 
employment, even minor health problems were considered relevant to 
placement decision making:
we all have to look at health. We aren't really dealing with young people who are going into further and higher education. But all the clerical staff have to look at health. If there is any health condition mentioned, when it comes to employment and training, obviously, if you have got this information it is helpful. It doesn't have to be even serious problems. If the young person has got something like asthma, which seems to be prevalent in (Area 1) - you begin to wonder if its something in the air up here - its  handy to know this it you have a job where there is a dusty atmosphere'. (010)
Commenting further on the significance of health in respect of young people's 
destinations, the following careers officer thought health mattered more for 
young people entering YT and employment than for those entering further and 
higher education. Consistent with quantitative findings and documentary 
evidence from the Aide Mémoire document (ch.6), careers officers also pointed 
out how they would try to protect young people with health problems by not 
sending them to premium schemes like the Training Workshop:
I think that (health) comes into employment more so than further education. Some jobs require a particular physique, or just general good health. If somebody is constantly off school with colds and the flu and all the rest of it and they want to be a gardener, then there might be a case there for saying... I will maybe point o u t ... "do you know what you are letting yourself in for?". I mean, there are kids at (careers officer names school in Area 1) just now who... their physique is a serious problem. They are handicapped. And there is no doubt that they are not going to do 95% of the jobs that you and I could do... So obviously there are health factors that come into play. You occasionally find kids who have got a heart problem, or back problems. Again, it is helpful to know that. Cause you are not going to be suggesting that they go to the training workshop or something like that. 'They would not be physically able to do that. So it is important. As far as further education is concerned, again.... unless they have a wheelchair or things like that, it is not going to be a difficulty. But even at that, most colleges nowadays have lifts and ramps and things to accommodate handicapped people’. (06)
Other careers officers thought a young person's health problem might be more 
significant when in a working environment compared to the school setting:
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'There are health problems that might not be as important when the young person is in the school, but they may be more important to work. Also, the school might just record major things or what they perceive as being important... But even something small could have an effect. For example, slight eczema wouldn't be a problem at school, but if the young person went into hairdressing for example, this would be a different story'. (05)
HEALTH AS A PROBLEMATIC EVENT
Employment assistants highlighted how some young people with health 
problems never disclosed this information to careers staff. An implication was 
that careers staffs' knowledge about this only became apparent when a problem 
arose in placement:
'If a young person has, for example, asthma and has controlled this with inhalers for a nurnoer of years, the young person might think the Careers Service might not want to know this information. If the Careers Service isn't getting this information from elsewhere, then sometimes it's only when a problem arises that the Careers Service might be aware of a particular health problem... I recently placed a young person in a paint factory, and he never told the Careers Service he had asthma. The next thing the Careers knew about this was when the young person came into the office saying he had all these problems with the fumes from the paint. It's very important for us to get all the information on a young person's nealth, no matter how insignificant it may appear. Some minor health problems can turn into serious health problems, for example, asthma'. (Oil)
Careers officers recalled similar stories about young people's health problems 
becoming problematic on entering the workplace; the following is an excellent 
illustration of the way careers staff have to operate within a context of 
uncertainty:
'...A young boy came to the Careers looking for a job and appeared quite disinterested during the interview... He had his hands shoved into his pockets, and said he was only interested in a job working in Fine Fare packing shelves. I went through the usual procedure and asked him if he had any healtn problems etc, and he shook his head. He was sent to Fine Fare for an interview and later on I received a phone call from the Manager asking me "...what was I playing at". The Manager wanted to know why they had not been informed that the young person had only one hand'. (08)
______________________
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A similar story was recounted by a careers officer, this time concerning a young 
person who had hearing problems:
1 interviewed a young person who, unknown to me, was profoundly deaf in both ears. He was an excellent lip reader and I had no idea about his health condition during the careers interview. He was placed in an engineering factory and the managing agent called the Careers Service to ask if we knew aoout the young person's health condition. The managing agent also pointed out that the young person apparently had hearing aids in both ears, but as he had long hair, so I did not notice this. 1 had no idea he was deaf. (03)
As previously emphasised by careers staff, not only could the young person's 
health problem have been made worse by them being in an unsuitable working 
environment, careers staff were concerned that employers would perceive them 
as being incompetent in sending young people to these placements in the first 
place.
On occasion, there might not be any health information available from the 
School Careers Service Report (CS4) if the young person was a bad attender or 
truant. In addition, young people do not always record health information on 
their (CS18a) form (pre-interview questionnaire) before their careers interview 
(see ch.5) and/or, might withhold health information during the VGI. However, 
careers staff pointed out how the receipt of relevant health information, from 
whatever source, was very important as a means of 'protecting' their client from 
entering unsuitable types of employment:
'I think health information is really crucial. Young people won't tell you everything and you really need to know so that you are protecting them. One young person had epilepsy and nobody told us about it. The young person got a job as a painter and decorator, went up a ladder and took a fit and fell off. There was another boy who had kidney trouble, and the school report said he basically couldn't even sit in a room where there was a draught coming in, whereas the EMAS (Employment Medical Advisory Service) report said he could do practically everything. It all really depends on the job the young person wants to do'. (08)
The type of health problem was also a factor related to Whether or not 
information was available to careers staff. When discussing health, epilepsy 
was the most frequently cited health problem subject to concealment - a finding
1
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supported in quantitative analysis of Careers Service documents, particularly 
when comparisons were made between the young person's Pre-Interview form 
and the CS4 (ch.5). Careers officers pointed out that a particular health 
condition could influence how young people (unrealistically) perceived their 
employment capabilities:
'If young people have got health problems, especially if they have got epilepsy, that seems to be one where they tend to deny they have a problem. Young people sometimes deliberately choose a job which is unsuitable for their condition. So that takes a lot of counselling and a lot of work. It could be that you have got to say '...OK try it' - sort of set them up for failure, which is unfair, but it is sometimes the only way they will leam. But they are just rebelling against the limitations of their health problems. There was one boy attending a mainstream school, who had cerebral palsy and wanted to work with animals, particularly dogs; he also wanted to work with the elderly. He had the right personality for both jobs, but he didn't have the balance. He told me himself, if it was a wet day, two people had to help him up the stairs and along the street. And every time I said me might have difficulties etc, he had an answer for this and a way round it. But there was no way he could do it'. (08)
On a more general level, and illuminating the pattern found in quantitative 
analysis (ch.6), as well as information recorded in the Aide Mémoire (CS2), the 
majority of careers staff from both localities were conscious of adopting a 
proactive orientation with regard to placing young people with health problems. 
Examples of this 'client-centred' approach are outlined below.
PROACTIVE APPROACHES TO YOUNG PEOPLE'S HEALTH PROBLEMS
When discussing health and its significance for a young person's potential 
employment or training placement, a pro-active approach was highlighted by 
the Careers Service. It was strongly stressed that it was not in the Careers 
Services' interests to prevent young people from taking certain jobs:
'The only time the Careers Service would say to a young person "because of your medical problem, you can't do this job", would be wholly in the interests of the young person concerned. Careers are not going to try and stop a young person from doing something, unless they feel that the young person is putting
_______________
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themselves at risk by doing the job. Careers are not here to try and stop young people from doing jobs. A recent client had epilepsy and the careers officer went to (named) Aerodrome with the young person and her parents to try and sort out the job situation for her. The young person got a scholarship as an aircraft maintenance engineer. If there is the least bit of chance of the young person doing a job they had their heart set on, careers officers will bend over backwards to do this'. (09)
An example of the type of procedure followed by careers staff when working 
with a young person who has a health problem was outlined by the following 
careers officer. This involved detailed negotiation with the client involved and 
the careers officer adopting a counselling approach to placement. However, the 
final decision regarding the type of employment the young person wanted 
remained with them:
'Health is important, but only because you can feed it back to young people. You can return it to them and point out that... "if you do this job and you have epilepsy and the employer finds out, you can be sacked. It's up to you to disclose what you want". I tend to take the counselling approach. I am the agent for the client. We (Careers Service) look at the whole situation and try to look at the problems which will arise. Young people have made a decision and they have said "right, you told me that, but I am a free agent nwself and I have made this decision". I nave never been put in a situation where Thave had to tell the employer that the young person had, for example, epilepsy. Again, I could go to the young person and m s/her parents and say something if I thought they were making a very serious mistake. If there was a Y9 form I might say, "Well let us think about this. This form says 'you can't work with heights' ...what do you think?". I might also suggest that the young person goes and talks to their GP. Now that's me covering my back. I advised them to get a letter from their GP. And that's set up on the basis that this will support the young person's application. So we could turn what could be a negative situation into a positive situation. For example, 'I have asthma but my doctor says this is OK and it's not going to be affected by this employment'. This is not ignoring the facts'. (013)
Assessing young people's health problems in a more positive manner, for 
example by investing a lot of time with a young person who had a disability and 
actively 'selling' them to employers, was advocated by the majority of careers 
staff. This is consistent with evidence in the present study which showed that 
more young people with health problems (even major health problems) entered 
YT (though not the worst types of premium schemes), and less were on the 
unemployment register. The following area careers officer described this 
proactive role:
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'With young people with health problems... if we know a young person has a specific health problem or disability, you (Careers Service) put a lot more time into finding an appropriate placement or job for that particular client. You can actually use the disability to the young person's advantage. Managing agents also have to offer equal opportunities, they have to look at young people with disabilities. You can play that card'. (01)
Proactive decision making by careers officers in the disadvantaged area might 
also involve re-labelling a young person's endorsement category so that their 
client might gain a foothold in the labour market:
'The situation is not rigid, if it works in favour of the young person. For example, you might have a young person who is Category B (young people who cannot be expected to attain NVQ level 2, even with extra help) - maybe not for academic reasons but for other reasons. Careers officers might endorse the young person as Category C (a category for trainees who have a reasonable prospect of achieving NVQ level 2, provided they receive additional help and support) to give them a chance'. (05)
An employment assistant pointed out how decision making regarding a young 
person with more serious health problems might involve the Careers Service 
suggesting they be registered disabled by the DRO (Disablement Resettlement 
Officer). Notwithstanding the fact that this action would involve labelling their 
client, careers staff pointed out how the young person would be more eligible 
for additional benefits and support within the workplace. Young people 
themselves, however were reported to be apprehensive about this proposal:
'We (Careers Service) have had young people come into the office and when the careers officer suggested that it might be in the young person's interests to be registered disabled because of their health problem, they throw up their hands in norror at the very idea of being labelled disabled. But when you are talking about a young person's life and that their health problem could be made worse by the type of job they go into, then it's not the sort of thing where you can decide "...this isn't important and let's just not mention it". (09)
Another careers officer appealed to the 1982 Education Act, and the 'recording' 
of young people with health problems (by opening a Record of Needs), to 
reinforce their rationale for labelling, and subsequently, meet individualised 
need:
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'The Record of Needs came out of the War nock report in the 1982 Education Act. What happened before that was people were labelled; for example, if you had a unit for young people with physical disabilities, then everybody with physical disabilities went into that unit. You had kids that could do three highers and young people who couldn't read the Daily Record. Thus, you had a huge span of ability range. What was important prior to 1982 was that you had units and the labels were stuck on the young people. And you matched up the labels to units. Post 1982 what happened was, you looked at the individual ie 'what does this person need?' And you opened a special unit. So I would suggest the principle that you took away the label of special education needs and replaced it with individualised need. You still labelled them with an individualised need. The ultimate point of labelling the young person with special needs is so that you can help the individual'.(013)
However, the potential limitations of careers staffs' pro-active role for those with 
health problems beyond YT, when they enter the wider labour force, merits 
further consideration. Research evidence has shown how some employer's 
continue to discriminate against young adults with health problems in the 
labour market and present employment rights for the disabled, including the 
quota scheme, (see ch.4) receives widespread criticism.
OBSERVATIONS ABOUT NEGATIVE HEALTH LABELS
A concern that initial negative impressions about some young people's 
suitability for employment were being replicated in other reports, was 
highlighted by the following careers officer who took measures against such 
practices.
'I wonder if it has anything to do with the way young people are thought about in the beginning, at that first interview, and it that can be carried on. Because I have haa things transferred from other divisions. One boy in particular, from a school in Glasgow.... terrible school report, terrible careers report etc. And I was terrified at going to see him. He had dwarfism, some kind of kidney problem. And he was a lovely boy. So I thought, the EMAS report was rotten, the ERC (Employment Rehabilitation Centre) report was rotten, so I thought, I am notfoing to rely on these reports. Everyone else was just jumping on the anowagon and repeating this. So I sent for my own reports from EMAS and I sent him to Community Industry, because I was just going on my own instincts
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about all this stuff. And he was a model trainee. He was nothing like his school reports and I was really quite tempted to rip them all up'. (08)
In some mainstream schools, proactive measures are being taken to educate 
school staff about how to avoid negative labels, particularly when dealing with 
young people with epilepsy. In one of the schools under the remit of the careers 
division in Area 1, all guidance and school staff receive a copy of 'Health Notes' 
from the Head Teacher (see appendix 9.1). In this instance, the health notes 
informed school staff about two pupils who had epilepsy. Outlined on the 
health notes is quite detailed information on what epilepsy is, what causes it, 
and how school staff should deal with a situation if, for example, a young 
person has an epileptic fit in school. Further information advised teachers on 
how to avoid labels when dealing with a young person who has epilepsy. On 
page 4, under the section 'How The Teacher Can Help' the following advice was 
given to school staff:
'Avoid Labels and Generalisations. The use of the label "an epileptic" should be avoided as it obscures the child's individuality. Fits are epileptic, children are not. Many children will out-grow their epilepsy and it is important that they should not be left with a feeling of being different'.
Thus, in some schools at least, an awareness of what the negative impact that the 
label 'epilepsy' could have, and proactive measures to prevent this, were 
communicated to school staff. Such measures could also have a positive 
influence on how health information is subsequently recorded by guidance staff 
on the School Careers Service Report (CS4).
Further observations about negative health labels concerned the introduction of 
Individual Action Plans (lAP's). Among the new initiatives relating to the 
changeover from YTS to YT (see ch.4), those young people endorsed within their 
YT scheme now receive an lAP. As these young people were getting Action 
Plans and others were not, misgivings about labelling (endorsed) clients were 
identified:
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'This concerned me when I was filling in the endorsement form... are they (young people) going to be embarrassed because there is a label put on them?'. (03)
However, this careers officer thought that overall young people accepted having 
an Individual Action Plan as this 'was supposed to help them get a better chance 
of employment'. Another aspect of the changeover to YT was the Government's 
emphasis that more young people obtain National Vocational Qualifications 
(NVQ's). It was pointed out by careers officers that, when making decisions 
about YT endorsement, a young person's learning outcome was more important 
than the type of health problem they might have:
'Young people might have serious health problems and not be endorsed. The issue is more to do with level of achievement and the young person's ability to obtain NVQ's (National Vocational Qualifications). Young people with a health problem might be intellectually sound'. (05)
In the present study, these views were also supported by quantitative findings 
(ch.6); no significant difference was found between those with and without 
health problems being endorsed. However, young people who are endorsed 
and receive Action Plans might not meet required NVQ levels. This was 
described as being a negative aspect' for young people, particularly those with 
special educational training needs:
Premium schemes are not all employer led. Under the new YT, young people, who could be disabled, disadvantaged or have learning difficulties etc, must do Action Plans. This means taking courses, jobs or training to NVQ level 2. However, you never get 100% of young people into occupations... so what happens to the remaining 10%? It's really down to the survival of the fittest. If young people don't achieve NVQ level 2, employers won’t take them. Bureaucracy takes hold. It's not just economic factors. Disadvantaged young people are too much work and take up a lot of time and trouble. Training agents have lost placements. In the past two years, many young people might not have been achieving the training programme... they might have just been filling shelves etc. Many young people with special needs might not make the grade'. (08)
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Among the various types of premium schemes available, careers staff identified 
some as having very negative labels, particularly in the disadvantaged area; an 
issue considered in more detail in chapter ten.
, 1
THE PLACEMENT OF YOUNG PEOPLE WITH HEALTH PROBLEMS IN CONTRASTING LABOUR MARKETS
Wider opportunity structures were significant in influencing careers staffs' 
decision making when placing young people with health problems into youth 
training and employment. Due to high unemployment levels, a lack of quality 
(basic grade) YT schemes, and even waiting lists for schemes like Community 
Industry, careers staff had to work very hard in the disadvantaged area to try 
and secure a suitable placement for their clients.
The following careers officer found it easier to get a full-time job for a young 
person who was profoundly deaf than it was to get him into a good YT scheme. 
The subsequent story describes the careers officer's struggle to place his client 
within an area of high unemployment, and reveals something about the general 
situation in Area 2:
C. O. 'Over the last year, it has been horrendous. I never had any problems before. I prided myself in placing all my kids. But I found it impossible to place certain young people. I mean I have been screaming down the phone saying to people, "this guy has a (YT) guarantee, you have to meet some needs'. The irony is, I nad a profoundly deaf boy, quite good at practical skills, poor reader... I found it easier to get him a full-time job than I did to get him a YT. I mean I am embarrassed about saying that'. (013)
AMcD Why could you not get him into YT?
C. O. I couldn't get him a YT place because he was deaf. Because managing agents didn't want to know. Because they had enough kids waiting so they didn't have to think about him. Because places like (careers officer
A- . ''A ';* .'..-  -A. VS.J. .iljSS
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names YT scheme here) have sort of taken the King's Shilling and were training all these ex-redundancy people to come out and do jobs that they would never find employment in. They were getting a lot of money per week and they didn't want my deaf boy having to give them problems, and they said no, and gave me all these other people I should contact... so in the end I... I mean this woman, the young person's mammy, was greeting on the phone to me, saying "what's wrong, is there nothing for him?", and I said to him (young person) then, "I don't think I can get you aYT".
AMcD Not even one like Multi-Skills or Community Industry?
C. O. 'I could have got him into Community Industry, but would it have did him any gooa? I could have got him into Springboard or Community Industry but I wasn't prepared to do that. I got him a job in Barrs ginger factory, and he got £100 per week'.
AMcD And did you tell the employer that the young person was deaf?
C. O. 'Oh yes, I had an interview with the employer, before the young person went, and described what the boy was all about. I went with the boy (to the interview) and pointed out to him... "he is going to ask you this etc, this is how you behave etc", and the boy went in there, and his personality was such that he could cope with it. He was fine, and he got started and I felt really, really good about that. Then I thought... there is something seriously wrong with this situation. If I can get this boy a job in an unemployment blackspot like (Area 2)... it's a fu s in g  disgrace. I spent weeks doing this. But I'm not naive enough to think that this is a situation that is going to get replicated for everybody. It's not. I would say that young person got a job because he was deaf, it was summertime, and I had some spare time. If he had not been deaf he would have been on a YT that he probably couldn't get a job for anyway'.
Finally, the following careers officer in Area 1 drew attention to how more 
young people with special needs were increasingly being integrated into 
mainstream schools. Young people with special needs could have quite serious 
health problems, and /o r be limited academically:
'I think that will be the trend... that more and more special needs young folk will be filtered into the ordinary schools. At the moment, I have got a profoundly
  _
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deaf youngster who... she lip reads very well, but I have got another wee boy who has a couple of sticks, he can get round without them, and another wee lassie in a whedchair. Now in another area, they might have been at an entirely different school... because they have not... they have got academic problems as well as their physical problems... they have special needs academically as well. And I think there are a lot of kids like that, you know, who are borderline special needs'. (02)
The continuing integration of young people with special needs into mainstream 
schools was highlighted by careers staff to underscore why they needed 
adequate, up to date health information about clients. As pointed out in chapter 
one, health information on young people formally 'labelled' as having special 
needs by either being recorded or registered disabled, is generally very good. 
Detailed case histories are gathered from a range of education, medical and 
employment gatekeepers and evaluated during Future Needs Assessments. 
Mechanisms to deal with the deficiency of information regarding young people 
with health problems attending mainstream schools is, however, an issue in 
need of more detailed consideration.
CONCLUSION
The significance of health information was widely acknowledged as very 
important among careers staff, though, as shown, views diverged over the 
salience of such information. The first view acknowledged that information 
about health was important, though this was qualified by the caveat that it 
depended on the 'type of job' a young person wanted to do. In general, young 
people were perceived as being reasonably realistic about areas of employment 
or training they were capable of. In this view, therefore, the salience of health 
information was modified by a recognition that young people had rights to 
control their health problem and that it could be potentially damaging. Only in 
circumstances where health directly impacted on the young person's placement 
or was made worse as a result of the type of placement entered, would health 
matter.
•  I_______________________1__ _ ____
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The second view held that all health information was vital; a view shared by 
employment assistants, who located this within the context of pre-selecting 
young people for vacancies. Even minor problems such as allergies were 
perceived to be of relevance to specific forms of employment.
Health was also considered more important for young people entering youth 
training (and if available employment) than for those going on to further 
education. These findings complement those found in quantitative analysis; 
young people with health problems, including major health problems, were 
more likely than those without health problems to enter YT, particularly in the 
disadvantaged area. This also suggests careers staffs’ role for those remaining in 
school was of less relevance for health selection.
The references to physique and general good health are interesting in that, one 
implication of the findings is those young people who are the fittest and 
strongest will be directed to, for example, unskilled labouring jobs, the reverse 
of what is usually meant by health selection.
The consequences of young people not revealing health information during their 
VGI meant careers staffs' awareness of health might only occur when a problem 
arose in placement. A concern was that employers and managing agents would 
perceive the Careers Service as incompetent. This not only aptly demonstrated 
how careers staff had to work within a context of uncertainty, it also underlined 
the need for accurate health information to be more readily available to the 
Careers Service.
As with the findings outlined in chapter 5, the type of health condition could 
influence whether young people were willing to reveal information. Epilepsy 
was cited as an example whereby young people might either deny they had a 
health problem, or be unrealistic in terms of employment capability. Epilepsy 
was not only the most frequently cited health condition discussed by careers 
staff, it was also associated more with negative perceptions and labelling.
— —  .
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Overall, the majority of careers staff emphasised a proactive 'client-centred' 
approach to working with those with health problems. Examples showed that, 
in line with a commitment to equal opportunities, careers staff invested a great 
deal of effort when looking for suitable placements for their clients and 
attempted to 'sell' young people with health problems to potential employers.
That the Careers Service's role in placing those with (and without) health 
problems is a difficult one can be seen from a careers officer's account of trying 
to secure a suitable placement for his client with health problems in the 
disadvantaged area. Though quantitative findings (ch.6) suggest that careers 
staffs' responses make a difference in terms of placing young people with health 
problems into youth training schemes, and that they try to protect their client by 
not placing them in the worst types of premium schemes, this 'client-centred' 
approach still needs a 'hard sell' by careers staff, particularly in Area 2.
In chapter ten, more detailed consideration is given to information management 
within the Careers Service, particularly in relation to what influences careers 
officers' completion of the Aide Mémoire (CS2) or seven point plan. This is 
crucial to an investigation of types of reactive and proactive decision making 
being undertaken by careers staff, and to a fuller analysis of their labelling 
strategies and subsequent selection processes. Within this context, closer 
attention is given to the wide range of attributional information recorded in 
Careers Service units.
■Si
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CHAPTER 10
InFORMATIOn MAnAGEMEnT In THE CAREERS SERVICE: PERCEPTIOnS OF FACTORS InFLUEnCInG THE DOCUMEnTATIOn AnD PLACEMEnT OF YOUnG PEOPLE FROM InFORMATIOn On THE AIDE MÉMOIRE (CS2)
InTRODUCTIOn
In chapter ten, careers staffs' perceptions of information documented on the 
Aide Mémoire (CS2); or as it is sometimes termed, 'the 7 point plan', is examined 
in more detail. A main aim is to identify what influences careers officers' 
decision making when completing the Aide Mémoire (CS2). As shown in 
chapter 5, a very wide range of information is recorded by careers officers on 
this document, some of which is not available from any other sources. 
Information includes descriptions of young people's appearance, height and 
physique, idiosyncratic information about complexion and hair colour/style etc, 
and assessments of young people during their VGI.^
Following evidence from quantitative analysis (ch.6) which showed more 
attention to other attributes in the disadvantaged area, of interest are Careers 
staffs' perceptions of what information is considered most relevant to career 
recommendations and the selection of young people into available vacancies, 
particularly into premium and basic youth training schemes.
Careers officers' accounts of different labelling strategies, and reasons for 
adopting de-labelling practices, will be examined against the moral dilemma 
currently facing careers officers. Specifically, this relates to how careers staff 
attempt to meet client need, whilst at the same time adhere to employers' 
recruitment requirements. Implications for selection processes follow from this 
analysis.
On a more general level, careers officers' and employment assistants' views of 
information recorded on the Aide Mémoire (CS2) are investigated. The concepts
1 Examples of the Aide Mémoire (CS2) document are shown at the end of the thesis.
_________________
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of 'individuality' and the exercise of 'professional judgement' were commonly 
employed to justify their decisions. Similarly, the types of idiosyncratic 
information recorded on the Aide Mémoire were either justified as a useful 
means of 'mental visualisation' or identified as an attribute of the Careers 
Services system of work tasks and practices. Echoing the apparent concern of 
school guidance teachers, careers officers also experienced unease when asking 
young people questions regarding their parents' occupation and home 
circumstances, particularly in the disadvantaged area where there were high 
levels of unemployment and financial uncertainty.
Other parameters relate to careers staffs' views of those young people entering 
'premium* and 'basic' youth training schemes. The significance of wider 
opportunity structures and how this affects selection processes within the 
contrasting labour markets is vital to this analysis.
VARIATIONS IN DECISION MAKING REGARDING THE COMPLETION AND ASSESSMENT OF INFORMATION RECORDED ON THE AIDE MEMOIRE: INFLUENCES AND DOMINANT ISSUES
Careers officers were first asked what influenced their decision making when 
completing the Aide Mémoire. The concept of 'individuality' and of careers 
officers 'exercising their professional judgement' emerged as common themes in 
response to this question. The following careers officer's comments are a typical 
example of this perspective:
'Given that I've got my own quirky style of doing my Aide Mémoires, you will probably find that careers officers have all their own different styles for doing them... It's just the nature of the job. Individuals are different and they do things differently. As long as it means something to them and they can make sense of it, and it is reasonably structured, says he tongue in cheek!. Of course that's if you have got time to do them. What s recorded on the Aide Mémoire? The most important thing is the kind of conclusions that you (careers officer) have reached with the young person. Based on the information to hand and what the next steps are going to be, the Aide Mémoire is a reflection of the careers officers' impressions, factual information that is gathered in the interview, confirming information that the school has provided and, that does
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not always match up. Some information that you get from the school might not be the same information that we get from the young person. So the careers officer makes his own assessments and judgements'. (01)
The following (male) careers officer pointed out how he used to record 
information about a young person's physique and height on the Aide Mémoire, 
but later questioned the relevance of this. When interviewing females, he paid 
attention to whether the young person was attractive or not. In addition 
information also related to how the young person responded within the 
interview situation:
'I think individual careers officers will put down individual things. I used to ask kids things like their weight, their heignt, and the rest of it, but again, eventually you think, what the hell difference ooes it make? Unless it is a certain set of circumstances, what difference does it make if you stop asking them that? I would occasionally be guilty of saying that, you know, a particular girl Was attractive. And again that is subjective. Or they are either pleasant or quiet. Or sometimes downright unpleasant! But I never put whether I fancy them or not! That doesn't matter'. (02)
Employment status and length of time in the Careers Service also influenced 
how careers officers completed the Aide Mémoire. The careers officer quoted 
above was in the Careers Service for 14 years. He went on to point out that 
when interviewing young people at the start of his career, he would ask very 
detailed questions and document this information on the Aide Mémoire. 
However, now a much more individualistic approach was used, and as 
evidenced in the following quote, a wide range of idiosyncratic information is 
recorded. In terms of placement outcome, this was often considered irrelevant 
by the majority of careers staff interviewed;
'When I started at first, I was asking all sorts of stupid things like that. Not whether young people were attractive or not, but whether they were... what their height was ana what their weight was. Now I can tell by looking at them what height and more or less what weight they are. If they are overweight, you can tell. If they are underweight, you can tell. Again, the vast majority are just your normal, average weans. I have stopped doing... I don’t know that the hair colour or freckles or plukes or anything else is entirely relevant. If they are dirty, and they want to work in an office or a shop, then there could be a case here for somebody saying something. Whether it is up to a careers officer to do that or not, I am not sure. It is a little bit tricky. But, you know, a wean that has got freckles, or purple hair... You can point out in an interview situation that if
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they are going for an interview with purple hair, then there is a fair chance they will not get it. So, ordinary things like hlonde... whether they were blonde or brunettes or redheads. Totally irrelevant'.(02)
New careers officers, who had only been in the Careers Service for a year or two, 
commented that they would observe what other careers officers documented in 
the unit and adapt their own individual style from this. The following careers 
officer pointed out how some colleagues went to 'extraordinary lengths' when 
completing the Aide Mémoire and that extreme negative and positive attributes 
were recorded:
'Speaking for myself, I try and be reasonably detailed about it. But some things careers officers write in units are what I would regard as extraordinary lengths ie colour of lipstick, hair, eye-shadow etc. That is not necessary. Perhaps if a young person is particularly scruffy or strikingly well dressed you would comment on it. I mean you have to treat each section on its merits... It has been noted with me that I always write down information on the colour of a person's eyes. I don't know if that is true or not, though someone has commented on that. It is arbitrary. There aren't any clear guide-lines. What I have really done is looked at what other careers officers have done and then done what I think is best'. (07)
In criticising the recording of subjective information about young people's 
appearance on the Aide Mémoire, a minimalist approach was adopted by 
others:
'The appearance side of it... appearance, speech, physique etc, I just pay lip service to. If I were to interview young people... a lll would ask about would be maybe medical problems. If they had no medical problems, then in that section, I would put, of average height and appearance, speech fine, health ok'. That's all I would put. I wouldn't get dragged into the subjective side of it. I have seen some units where they have written "wore a yellow jacket"... what does that tell you?' (014)
Interestingly, a careers officer in the disadvantaged area who previously worked 
as an employment assistant, criticised the content of some Aide Mémoires 
because they did not contain enough information. This viewpoint directly 
contrasts with the previous example, and involves a more accepting orientation 
to the recording of subjective and idiosyncratic information. Significantly, it 
was this careers officer's experience of working as an employment assistant
' : :   ___
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which considerably influenced her decision to record detailed information in the 
Aide Mémoire. The main objective was to assist employment assistants during 
selection. A good illustration of the pre-selection process is outlined below;
'Everybody has their own style. I have seen some Aide Mémoires - I won't mention any names here... its a disgrace. For example/under appearance words like 'fine' have been put in, or 'good', 'not bad', or 'OK' and left at that and nothing ever seems to be done about this. Others tend to write a whole spiel, ie tall, average height, slim build etc. Because of my experience working as an employment assistant and having to place young people into jobs, you maybe haa ten kids and the employers only wanted to see five and you had to select on the basis of "the best". So you would go for kids where there was a lot of information on them, ie tall, well dressed, smart, good appearance etc. Whereas if it (Aide Mémoire) was venr vague, ie 'fine', OK' etc, when it comes to a placing point of view, it's difficult for employment assistants to be able to do their recruitment so quickly or efficiently. We do a pre-selection of young people to particular managing agents for interviews. I always write up a lot of information in the Aide Mémoire, purely to help the office staff when it comes to placement. The careers officer might not see the benefit of this, they might think, '....the main thing is, what do you want to do pal? Why do you need to write if you are tall, dark, blonde or whatever?' They might not see the importance of doing that. But I think it's important'. (06)
Without question, this careers officer's past experience of working as an 
employment assistant influenced information management and recording 
practice. Thus it is important to understand that what information is 
considered relevant is contextualised within a particular role. In this case, 
information was assessed within the context of employment assistants' pre­
selection and placement role according to employers’ recruitment criteria.
In summary, in response to questions about influences on decision making 
when completing the Aide Mémoire, careers officers emphasised how they were 
able to 'exercise their professional judgement' and 'individuality'. Such views 
reflect how autonomous decision making is in respect of information 
management within the Careers Service.
Careers officers also discussed the training they received during their post 
graduate course in Careers Guidance. Perceptions of the 7 point plan as a 
method of assessment and broader issues of labelling varied. One view
—   ....
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identified the Aide Mémoire a useful mechanism to structure an interview; 
another view was that too much attention to detail when recording information 
led to (unintentional) discriminatory practices.
THE SIGNIFICANCE OF CAREERS OFFICERS' TRAINING AND EXPERIENCE AS A BASIS FOR COMPLETING THE AIDE MEMOIRE
When interviewed, careers officers said there were no written guide-lines 
available to assist them when completing the Aide Mémoire. The training they 
received took place during their post graduate Diploma Course in Careers 
Guidance. Once their training was completed, they could develop their own 
technique of recording information:
'The training is basically the post graduate course. Also a careers officer undergoes a probationary year, and within this year they are assessed by the assistant principal careers officer and the area or senior careers officer. One of the skills is the recording of information, mainly in the Aide Mémoire, as well as the general unit. Once they have been in a wee while, that is when their wee quirKs and mannerisms and methods of recordings appear. But at the end of the day, I think you will find that we all record the same type of information. I think! (01)
There was also no mechanism available to monitor what was recorded in the 
unit. Again reference was made to the exercise of 'professional judgement':
'The Aide Mémoire is a standardised form that we have in the division. It's not something that's actually checked up on. It's up to each individual’s professional judgement. As you know, variations occur in the content of the units...' (03)
However, it was suggested that the introduction of initiatives such as Individual 
Action Plans might result in new careers officers paying more attention to detail 
when completing the Aide Mémoire. An implication is that 'routine' 
(bureaucratic) aspects of labelling might increase:
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'A lot of it has to do with the training course. It was stressed to new careers officers that you have to write down as much information as you can. If we are going to be doing Action Plans, which will tie in with young people's Record of Achievement at school, more and more information is going to be available. So we go down that path'. (06)
An area careers officer with over 18 years experience in the Careers Service 
thought new careers officers followed the structure of the Aide Mémoire more 
thoroughly than careers officers like himself with more practical experience:
'Careers officers are trained in their training courses to follow what I was taught to call the 7 point plan - which now looks more like the 6 point plan. You tend to find that new careers officers tend to work to that kina of structure... and it does give you a structure for an interview. It probably goes without saying that the more experienced you get... I'm not saying we cut comers, but there are certain types of information that careers officers will deem to be more important than others. And if they don't get information on for example, a young person's interests or actual circumstances, then maybe it isn't crucial at the end of the day. Or it may have been broached at the time of the interview but it wasn't felt necessary to record. It's not a kind of... I never thought of a careers officer as being overly bureaucratic. Probably the opposite, you m ow, because we are not civil servants, where you get the rule book and you start at A and finish at Z. You are dealing with individuals, everybody is different. Your main strategy is to cope with that. Time constraints may also mean that certain areas are touched upon but not gone into great depth'. (01)
The rationalisation for using the Aide Mémoire as a structure to assist careers 
officers' interviewing technique was explained by a senior careers officer in the 
disadvantaged area. Generally speaking, it didn't matter how information on 
the Aide Mémoire was written, as long as the information was there and that it 
was constructive to placement:
The key to it all is interviewing style. If careers officers feel comfortable with the 7 point plan... some need a very structured approach to interviewing, which would enable them to get all the information and to give the young people what they need as well. Some careers officers don't like to be seen as conforming. Once they finish the Diploma in Careers Guidance they think they can do their own thing. Part of my job was to do assessments for professional careers officers. VÎhat I usually found was that with experience, careers officers develop their own interviewing style and although they might not admit to using the 7 point plan, if you actually look at what information they have got, it conforms to
2 2 7
it, they just might complete it in a different order. A lot of careers officers would find it aifficult to interview without the Aide Mémoire, (05)
Other careers officers evaluated the training received in completing the 7 point 
plan in a less than positive light:
'Useless really. We had to fill in everything on the Aide Mémoire, whether it was relevant or not'. (08)
A careers officer in Area 2 with previous experience within another Careers 
Service region, pointed out that not all courses in Careers Guidance adopted the 
7 point plan model during the VGI. In some regions, this structure of 
assessment was criticised and no longer used:
'The Aide Mémoire is based on the 7 point plan, which I imagine all careers officers have been trained in... Not all the Diploma careers guidance courses do the 7 point plan because it's getting frowned upon in several areas. I'm not very keen on it myself, but in this area, it is used. (07)
AMcD Why would the Aide Mémoire be frowned upon?
'The 7 point plan was devised about 40 years ago. A lot of what is in it iscommon sense. For example, you ask about health etc. What I have always felt, is that it is cross sectional. It sees a young person as static and careers staff get this picture of young people like 'that'... therefore young people will do 'this'. It doesn't take into account, especially in their teenage years, that young people are changing all the time. And in a year's time, young people might have completely different job ideas. It was devised by an occupational psychologist for placing. It wasn't specifically devised to find out career orientation, which is a developmental thing. Some colleges will speak even more harshly about it. And some careers officers who have nad a thorough training in the 7 point plan might find it difficult to get a job in a particular area because of that. It can beseen as controversial, but up here it's not.' (07)
AMcD Do you mean within this Region the Aide Mémoire is perceived as basically a structure for the careers interview?
'Yes, it can make you slip into a slightly matter of fact way of dealing with young people. The complete other end of the spectrum is what we would call contracting', where we would sit down with the young person and beforehand agree how much or how little we were actually going to do with them. But,
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with the 7 point plan, you are X,Y,Z, you can't do this, you can't do that, and you can do this, and you can do that. Therefore you are going to be a bricklayer. I mean, that is slightly unfair, but it could be interpreted as that. So it is an on­going argument. I don't particularly like the Aide Mémoire, it's just common sense made up. It's subjective. There should be clearer guide-lines, but there aren't’.(07)
Linked to this critique of the 7 point plan, other careers officers made some very 
important comments about their (negative) reactions to completing the Aide 
Mémoire which are vital to an analysis of labelling strategy and selection 
processes.
ATTEMPTS AT DE-LABELLING THEIR CLIENT; THE CENSORING OF THE AIDE MEMOIRE BY MODIFICATION OR EXCLUSION:
The moral dilemma that careers officers faced when completing all sections of 
the Aide Mémoire was highlighted by a number of careers officers. One 
consequence was that certain sections of the 7 point plan were either omitted or 
information was transmitted verbally to other careers officers. In the following 
example, the decision not to follow the 7 point plan's structure demonstrates an 
attempt to try and 'protect' the client, by a process of covert de-labelling:
'Guide-lines... I can't remember any, and I think it would be helpful to say, 'this is the kind of thing you need to know'. I mean... it's a terrible irony, but I did what I thought was right. And I don't know if the guide-lines would suit me because I would do what I thought was a good idea, and the structure and idea that I had was so loose that nobody c a u ^ t  me breaking the rules. So that, I never broke any bad rules. But I just did not do... I mean there was a few bits in the Aide Mémoire that I never filled in. Not that I didn’t have an idea about it, but I just found it irrelevant, and found it not very attractive for me as an individual to make these kinds of judgements on other people, on the information I had. So there were bits I would miss out entirely, such as personality and appearance sections'. (013)
Careers officers, particularly those newly qualified, could be influenced by the 
types of information that their colleagues recorded on the Aide Mémoire. The 
following careers officer in Area 2 discussed how he used to observe what was
   : ___
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recorded in the units, and adapt his own individual style from this. However, a 
concern that negative stereotypes might be created as a result of this working 
practice meant he adjusted this procedure by not recording specific types of 
information on the Aide Mémoire:
'One thing I don't like - I started doing it and I realised that I was writing it without thinking. For example about speech in the Aide Mémoire. Careers officers would write 'local speech' or local accent' which basically means 'working class'. I don't like to do that because certain assumptions might be drawn from it which I think might bias thé young person, that they are stupid or not particularly bright etc. I have met many, many young people with broad accents that are very, very able, and I don't think it gives any mdication of a person's suitability for a job. OK, there are some young people who are never going to be a hotel receptionist, but generally speaking it is wrong to categorise too much. It could be seen as a form of discrimination. If a person shouldn't be discriminated for the colour of their skin or gender, or sexuality, then you don't do it for their accent either'. (07)
This process of not recording information is very important. It highlights 
careers officers' awareness that certain negative labels might impact on young 
people's employment and training opportunities. It also shows that careers 
officers' perceived need to de-label results in part from an over-adherence to the 
7 point plan's structure. Ironically, though the intention is to help clients, 
careers officers might, unintentionally, exacerbate discriminatory practices.
Interestingly, other careers officers were critical (and confused) about how the 
speech section in the Aide Mémoire should be completed:
'Speech? I have never worked out what that means. Does it mean very articulate? Does it mean, maybe you have a speech impediment? What does it mean?' (013)
The researcher pointed out to the careers officer that comments like 'local accent’ 
were written in the speech section of the Aide Mémoire. He responded by 
stating:
'A local accent? Have you seen something like that written down? Did the person that wrote it down, did they have a local accent? It didn't seem to do them any harm. I mean in this office, you have (careers officer mentioned other
_______________
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colleagues' names here), me... I'm counting me, who have local accents, and it's not 100% affected us particularly. I mean you don't see many bricklayers standing there saying (careers officer put on a polite voice) '...pass the butter John’. It doesn't nappen like that, ana I think it's a bit silly to suggest that it does’. (013)
Further criticisms concerned the way some careers officers used the term 
'monosyllabic' when describing a young persons' speech. Again, it was pointed 
out how situational factors could influence the way young people responded 
during their careers interview. This was another justification for suggesting that 
more group interviews should be conducted with young people in school.
A different view was expressed by a senior careers officer who adopted a more 
accepting orientation to this issue. The documentation of such information was 
viewed as a procedural issue related to working practices, and considered 
relevant only if it impacted on young people's career choice:
'Speech would not affect everything. Some careers officers might write "local accent" as a matter of course, or if the young person was interested in reception work, or working in an office, "local accent" would not affect everything’.(05)
These de-labelling strategies, involving the alteration of suspect information 
from the Aide Mémoire by modification (some of the details might be passed on 
verbally) and/or exclusion (information is either tippexed out or, as previously 
identified, omitted from the Aide Mémoire altogether) was a major finding in 
the present research. Careers officers' suspicions about a young person's 
behaviour might be perceived or reinforced negatively if committed to paper. 
Attempts to de-label information if dealing with other careers officers or 
gatekeepers was evident. Verbal communication was preferred, and /o r a 
decision taken to remove or not commit to paper negative information in the 
young person's unit:
I always write my unit as though the young person might want to see it. So I would never write anything down that was defamatory. Or I would write it in a way that I could certainly justify it. I think you need some information... When I used to pass units on to other aivisions, if I had written anything down so that I could remember it myself, I used to tippex it out, and just not put in anything. Or I would phone up the careers officer and tell them verbally "just watch
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this...." or something like that, ie suspicion of drugs etc, but nobody can prove it... just be aware of this etc. But you need a certain amount of information, certainly, otherwise it is useless. But it depends on the wording and how it is done'. (08)
The following careers officer expanded on this theme. Criticising the view put 
forward that careers officers were all individuals and had their own specific way 
of completing units, he was of the view that if other colleagues' perceptions 
about a young person were different (ie more positive) than his own 
assessments, they should omit (de-label) what he previously wrote on the Aide 
Mémoire and record their own perceptions instead:
'That's not very good though, is it? One of the things that I always said about the Aide Mémoire is that they should always be written in pencil. Because if somebody else interviewed the young person... and there have been situations like this, where either I have interviewed someone, and I thought the person was this kind' of personality, and somebody else has interviewed them, and got a lot more out of them, because of the kmd of personality they had... Then, maybe, they should remove what I said about them. Because they obviously got more out of the young person, a more positive response. And I don't mean scrub it out, because people can still read it. Particularly when it affects... I mean remove it permanently, so it's not there any more'.(013")
The 'type' of young person a careers officer interviewed was also significant 
when recording information in the unit. A concern was made over the 
possibility of others negatively labelling young people from information 
recorded on the Aide Mémoire, which might no longer be relevant. Similar 
informal methods of communication to those adopted by guidance staff 
identified earlier (ch.8) were outlined:
'Also, you have got to watch. If something was going to be derogatory, especially when I was dealing with young offenders, I would not write it down. I would just put "see me later for details". Because these units are following people around, and you shouldn’t write it. I would maybe need that information at the time I was dealing with the young person but perhaps by the time units were passed on, the conviction is spent. It’s over and done with. The young person is over their problem. So nobody needs to know about it any more: (08)
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Although agreeing that some information might be censored by careers officers 
(for example by not disclosing certain information on the Aide Mémoire), a 
senior careers officer stressed that if information was written down, it should 
remain on the Aide Mémoire, and not be removed at a later stage. Such 
practices could lead to inconsistencies and misunderstandings when others tried 
to interpret unit data:
' I disagree with that strongly. Any careers officer who picks up a unit should know what is said. The unit is not the careers officer's personal property. It's the Careers Service's property, and as such, anybody can look at it. If there is anything that the careers officer does not want anybody else to see, this should not be written down. If there was information on, for example, a young person's behaviour, what should be done is that the careers officer could mention that this was a problem, but it is no longer applicable. You (careers officer) would put this information on the running record (the continuous interview notes on the Aide Mémoire). You don't dismantle things. You can't take that thing away once it has happened. You update, rather than delete. This is a very dangerous trap to get into, because what you would probably find was that somebody reading that back would know tnat there were gaps in it. They would not have an explanation for something. If it's worth writing down, it stays written down. If there are changes, you update, rather than delete. Because there is a gap there, if you (careers officers) read the Aide Mémoire properly, you know something is missing'. (05)
For careers officers, the information they record is not neutral. For that reason 
they typically adopt certain strategies of information management designed for 
the most part to de-label and protect their clients. The manner in which this is 
related to placement is considered below.
USE OF INFORMATION ON THE AIDE MEMOIRE FOR CAREER RECOMMENDATIONS AND SELECTION PROCESSES
Careers staff held views about what information they perceived was important 
on the Aide Mémoire. All careers staff thought information on young people's 
health was important (see ch.9). As with health problems, when assessing other 
attributes such as speech and physique, careers staff pointed out how this 
depended on the type of job' the young person was being placed into. For
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example, if a young person wanted to be a receptionist, speech might be 
important, or if they wanted to enter the construction industry or police force, 
physique and height would be considered important in these circumstances. 
Personality was also relevant to specific types of employment:
'...if a young person is very introverted, not very forthcoming, and it might be that they are sent to be a hotel receptionist, for example, it doesn't take a genius to work out that they might not be on the right tracks. (01)
When assessing what information was important on the Aide Mémoire, careers 
officers varied as to which attributes they considered relevant or irrelevant, 
particularly from an employment perspective. On a general level, information 
on qualifications, health, personality and general attitude - for example, if the 
young person was a good timekeeper, reliable, and trustworthy etc - was 
identified as important depending on the type of employment they wanted to 
do. The following careers officer's comments reflected his general observations 
about information documented on the Aide Mémoire:
'Well, health has got a bearing as certain health conditions m ^h t exclude the young person from certain occupations or make it unwise. 'Tnat is the only emphasis I would put on health. Appearance, I don't put much stress on at all. Physique, only really on the health sense, if they (young people) have got the strength to do a building job etc. Speech, if the young person is going into a job where they are involved in communication etc. Disposition and personality, well again yes, if it's clear that a young person is quite outgoing and lively etc, it might be that certain job suggestions come to mind, dealing with people etc. If a young person is very shy, which you can get, especially among teenagers, I personmly don't see that as excluding them from certain types of jobs, out it might be that they have to mature a bit before considering them for certain jobs. Education, well obviously there are certain entrance requirements needed for some jobs, so you would have to look at that. What their interests are outside school is neither here nor there. It's a talking point... special aptitudes ie, sports, music, might be important though that has not been very relevant in a vocational sense'. (07)
Notwithstanding the vast amount of information recorded about young people's 
appearance on the Aide Mémoire, when interviewed, the majority of careers 
officers claimed that appearance did not really matter at the time of their careers 
interview; the employment interview was more important:
_______________________ :
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'Appearance is irrelevant. Appearance might come into some forms of employment, but does that mean that when somebody turns up for a careers interview and they look like a dog's breakfast, does that suggest that they are going to show up like that for an interview with an employer? ...there is absolutely no logical reason for... I mean, I showed up when I was unemployed at the Job Centre looking like death warmed up, but that didn't mean, when I went for an interview, I didn't wear a suit'. (013)
Another careers officer stressed how careers staff had to be cautious about 
recording information on the Aide Mémoire regarding a young person's 
appearance at their careers interview. Again, more attention was paid to those 
negative attributes which might impact on subsequent employment placement:
'You have got to be careful with this sort of information (young person's appearance)... If folk saw me on a Saturday morning they would be writing negative things down about me. You have to be careful, ie is it that the young person is just casually dressed? Or is it more a problem of hygiene etc?'. (08)
Although there is a danger of over-generalising from a small sample, the age of 
a careers officer and associated values concerning young people appeared to 
impact on assessments during the careers interview. The following observations 
were made by a more 'traditional' careers officer in his late fifties, who was 
critical about some young people's appearance when attending their careers 
interview:
'I think employers would ask for somebody with a smart appearance which is fair enough. And we would try and give them that. I mean, you find some kids walking in here with their jerseys... tne jackets with no sleeves on them, and big tears in their jeans and all the rest of it. This is not saying they will go for interviews dressed like that, but you have to point out to them that if they go for an interview dressed like that, you will not get the job. I have even said m some cases, I will not send you for a job while you are dressed like that, because it doesn't do... you won’t get it. You are wasting your time, their (employers') time and it doesn t do our (Careers Service) credibility any good either'. If we send a kid looking as if they have spent a fortnight in a coal-mine. But, I mean, most kids will screw the bobbin and change. They have always got a shirt somewhere'. (02)
Although it is acknowledged that young people would be unlikely to turn up in 
jeans, for example, when attending an employment interview, following
____________________________________________________________________ ___
s
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standard procedure within the Careers Service, information relating to young 
people's overall presentation at their careers interview is still recorded on the 
'appearance' section of the Aide Mémoire. As already pointed out, following the 
careers officer's recommendation, employment assistants use the Aide Mémoire 
to pre-select young people from information recorded. The observation that this 
information was more relevant to employment assistants within the Careers 
Service was made by a senior careers officer in Area 2:
'If the Aide Mémoire is being used for placement purposes, it is more likely to be a member of the support staff that is usin^ it to place, so, this is very important. If it was a job and the employer was particularly fussy, then appearance could be very important. Health, appearance, speech might be important for specific jobs, ie for a receptionist's job, speech would be important then'. (05)
In addition, the way in which a young person's personality could be negatively 
assessed during the Vocational Guidance Interview was highlighted. Again, it 
was pointed out how situational factors can affect a young person's behaviour 
during the careers interview. This was particularly evident if the type of 
employment a young person wanted was considered unsuitable by the careers 
officer:
'Disposition?... totally irrelevant. Disposition means their (young people's) disposition on that day to you. Not their disposition generally speaking. I don't understand how a careers officer thinks that they can assess someone's disposition or their personality in 45 minutes, in a false, artificial situation. When you are seeing young people under pressure when they maybe don't even want to be there, ana maybe they don't know the answers to your questions. When you are maybe not a very good careers officer, ludicrous.... I have never done that. I've not placed kids, say in... that's not true either... I talked to a kid who I thought was very quiet, and very shy, and he wanted to do retail work. I would talk to the young person about... ' You know, you seem a wee bit shy. What kind of pressure do you think that is going to put on you when you actually work in a shop etc?" The young person in question thought he would cope OK, and now he is coming on a treat. I think for me to sit mere and say you were assessed as being quiet and withdrawn, therefore I am not placing you into retail would be absurd'. (013)
When making observations about types of subjective criteria recorded on the 
Aide Mémoire, an area careers officer identified how careers staff needed to 
acknowledge that, inevitably, there were various criteria employers were
3
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looking for in young people. The majority of careers staff accepted that 
employers needed such information, but emphasised caution should be 
exercised in how this was interpreted:
The personality and disposition, although it can be really quite subjective, in the real world, it's part and parcel of, if the young person is going for employment, an employer is not just going to look at academic qualifications, but their whole appearance, general presence and how they present themselves. It is important in Duilding up a full picture of young people. Any job is like that. Even college courses are starting to interview prospective candidates... It's about the whole person. So the whole thing about appearance and health is obviously important, as well as disposition, personality. I'll admit it's very subjective. \ ^ a t  I see as an outgoing character, someone else might see as being a bit cheeky or whatever. Careers officers are hopefully trained to be realistic and so on', (01)
Careers officers pointed out how employers would outline specific requirements 
regarding the 'type' of person they were interested in. Recruitment criteria 
depended on what employment was available. The following careers officer 
thought information on the Aide Mémoire was more useful for employment 
assistants within the context of their pre-selection role than it was to careers 
officers:
'Everything is useful, but it (Aide Mémoire) is not really useful to the careers officer. It's useful to the employment assistants for selecting young people for vacancies. If employment assistants get a vacancy in from an office, for example, and employers are looking for someone who has a good appearance and can communicate well, then they can see that from the information in the young person's unit. So they are not going to send a wee shy retiring person to an office vacancy, if the company has actually specified, 'this is the kind of person we need". They (employment assistants) do a pre-selection’. (06)
Employment assistants were also asked what information they thought was 
important on the Aide Mémoire, particularly when making decisions about 
selecting young people for vacancies. One senior employment assistant's 
response was somewhat reticent:
'...You will have to ask the careers officers about this, I don't know how important this information is'.(09)
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On pursuing this issue further, there remained a reluctance to discuss any 
information documented on the Aide Mémoire vis-a-vis her role in the Careers 
Service:
'No, because we are going by the recommendation. We don't really... the Aide Mémoire is just more or less what it says, it's an aide to the memory of what the interview consisted of. At the end of the day, all we are really interested in is the final outcome of what the young person's destination has to be. How they (careers officers) come to this wondrous decision 1 really couldn't say'. (09)
This rather defensive approach, which involved attributing all decision making 
and responsibility to the careers officer, wasn't found among any of the other 
employment assistants interviewed. The majority view is expressed by the 
following employment assistant:
'I think all the information is important... it has to be weighed up against the vacancy the staff are dealing with, if staff are using this information for selection purposes, for choosing vacancies'. (010)
In summary, a most significant characteristic of careers officers' accounts of 
completing the Aide Mémoire concerned moral questions relating to the 
recording of potentially negative and subjective information about a young 
person's appearance and personality, and how these were assessed in terms of 
suitability to placement. At the heart of this issue is the dilemma between the 
employment assistant's expressed need for information on the Aide Mémoire, so 
as effectively to place young people into available vacancies according to 
employer's recruitment criteria (and thus fulfil the Careers Service's pre­
selection role), and the careers officer's concern about the potentially 
stigmatising nature of some of the information recorded.
____________
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PERCEPTIOnS OF IDIOSYnCRATIC INFORMATION IN THE AIDE MEMOIRE: THE COnCEPT OF MEnTAL VISUALISATION AS AN EXPLANATORY FACTOR
Information recorded on the Aide Mémoire also included a wide range of 
idiosyncratic criteria. This included references to colour, length, and style of 
hair, complexion, and general appearance. For example; 'had missing teeth', 
'wears earrings' (males and females), 'young person was wearing ankle socks', 
'into black gear', 'punkish appearance* or if the young person resembled a TV 
personality ie 'young person looks like Elaine C. Smith’ etc. Other types of 
idiosyncratic criteria included references about the young person's personality 
such as a wee tea jenny type'.
When asked why such idiosyncratic information was recorded on the Aide 
Mémoire, a frequent observation was that this was useful as a means of 'mental 
visualisation' for careers staff. Careers officers pointed out how this information 
was very useful for employment assistants when selecting and placing clients 
into employment, particularly if the young person was not in the office at the 
time when decisions were being made about placement:
'Freckles and all this. Sometimes you can get units full of information like this and no real guidance, and you still don't know what they (careers officers) are doing. I tend to write height and build and whether they are presentable, ie neat and tidy. Really just as a... the height and build is for me to make sure I have got the right person the next time they come to the office. Or, if they have got really nice hair, or if it is really short or long etc, I might mention that just so that I have got this mental picture of them in my mind. Also, this gives the employment assistants something to go on'. (08)
Careers officers also thought the training a careers officer received might be 
another reason why they documented such information. Overall, however, an 
unproblematic approach by the majority of careers staff was held regarding this 
issue:
'This could be two things. Careers officers might do this to remember who the young person is. For other careers officers, this might go back to how they were trained. Sometimes you'll find that careers officers may write on the units a
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physical description of the person, and sometimes I have done it myself, but purely to visualise that person, because if you can visualise young people an awful lot comes back to you. If you are dealing with a lot of young people, it is difficult sometimes to remember the face that goes with the name'. (06)
Employment assistants' views as to why some careers officers wrote information 
such as 'freckles' and 'hair colour' on the Aide Mémoire reflected some 
uncertainty:
'I don’t know. I know exactly what you mean, because we get so many young people coming in here who are medium height and build (on the Aide M emoir^ and when they actually appear they are either 4ft 2in or 6 ft 7 in! Sometimes I think it’s just the repetition of it all. You know... careers officers just get carried away witn themselves! Sometimes they maybe just write freckles or something just to break the monotony!. I don't think it's relevant. I think if a careers officer wrote freckles you would, find that the young people was probably really well freckled! and its maybe just some kind of impression that they have got. Or sometimes you get people in here who have been practically aloino and maybe the careers officer has put very, very fair hair. And if you are vermng on albino there might be a good chance your eyesight isn't all that good. Perhaps it has something to do with that! (employment assistant laughs) but I really wouldn't like to say! (09)
Interestingly, although employment assistants agreed with careers officers that 
this information might be useful as a means of mental visualisation, they did not 
consider it particularly relevant for placing purposes:
'Freckles or hair colour, I can't see where that would be of use, except when the young person comes in and you try to identify them. For instance, if you looked at the person's unit and it said that they had red hair and freckles; if a couple of kids come to see different careers staff then you could recognise them. As far as employment is concerned, I can't see how it would make any difference'. (012)
When discussing the relevance of recording idiosyncratic information on the 
Aide Mémoire, the following careers officer had some thoughtful points to make 
regarding wider administrative procedures adopted within the Careers Service, 
In the absence of tangible criteria for monitoring effectiveness and performance, 
there is a convincing argument to be made for justifying careers officers' 
working procedures by recourse to bureaucratic modes of operation. The 
demonstration of effective accomplishment of careers officers' tasks (ie once the 
paper work is done the job is done) was put forward as an explanation for the
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documentation of the wide and varied range of information gathered by careers 
officers:
C.O 'Why record this information? Because careers officers are conditioned by the paper work rather than being conditioned by the need of the client'. (013)
AMcD Do you mean the recording of this information is a result of careers officers following bureaucratic procedure?
C.O 'Exactly, it is because that paper (the Aide Mémoire) is there and folk like filling in bits of paper. See when you have done a careers interview? How do you &10W you have done a good careers interview? Well, you have got all these bits of paper. That's a bloody good careers interview!... Great story in one of the schools in (Area 2)... is this guy, a careers officer, goes and looks at some of this stuff, and says 'Look at that T l9 (interview notes given to the young person after their Vocational Guidance Interview), Brilliant! all the writing etc, that’s fantastic! Great stuff!... You'll (young person) do this, you'll do that, you’ll do the next thing. Brilliant stuff, this guy says, 'that's magic, isn't it?'. Then a guidance teacher laughs and says, 'the only reservation I nave about it is that I have another 35 identical reports to that, with only the names changed and the occupation that they (young people) are going into!' (Careers officer laughs). So to some extent the writing of tnings and the production of nice wee bits of paper, to some people, is a justification for what they do. That's how you do a good careers interview. I've got all this information. The kid might think, "that was a waste of bloody time!'. But that's because it's hard to assess how good you are if you don't do that. I mean the irony is... the kid knows all that stuff. How can you help a kid, because they know all that. They know what kind of freckles they have got. Or what kind of hair colour. W hafs the point?... they know it'.
AMcD They don't know you are writing it down.
C.O 'That's exactly right. They don't know we are writing this down. They would probably think' "bloody hell, what an astounding situation!". So I think to some extent peg)le write this down because they want to see that they have done a good job. The careers officers need a tangible guide to '...was that a good interview?'. And in the absence of a real guide as to whether that was a good interview, what they have done is, I think to some extent fallen back on, 'that's a good interview. I've got all this stuff. And I think that's a very important issue, i m not saying that happens to everybody. I'm saying with some people, maybe that's the case. The important thing is whether or not you have met that young person's need. And there is no way of assessing that. And, I'm not at all criticising the careers officers for that, because they are under pressure to write this crap out'.
'______________________
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As well as recording idiosyncratic information about young people, there is also 
a 'circumstances' section included on the Aide Mémoire, which specifically 
involves careers officers asking young people questions about their home 
background and parents' occupation.
A QUESTION OF DISCRETION?: YOUNG PEOPLE'S BACKGROUND CIRCUMSTANCES AS A CONSIDERATION FOR CAREERS STAFF INQUIRY
Careers officers, particularly in the disadvantaged area, were generally reluctant 
to ask young people about their parents' occupation and home background; 
though they recognised its potential importance for decision making:
'I tend to write about young people's circumstances also. I would tend to put in what their mum and dad does. 1 don't just say '...oh, what do your parents do?’. I would use the questionnaire and ask ...name of parent or guardian? ...So is it your parents you live with?' And then I would talk about what the young person wants to do, and ask, are there any influence at home?' Sometimes that can be useful, if the young person is having fainily problems, ie parents are unemployed or divorced etc. That can have an effect on how young pedple are feeling about leaving school. Young people's circumstances is a tricky one. I think sometimes the financial situation can be a precedent for them being taken out of school. Or sometimes there is a lot of parental pressure on them to stay, sometimes against their better judgement. That can apply as well', (07)
The training a careers officer received was also identified as important in 
influencing what was asked during the Vocational Guidance Interview. Careers 
officers might see where young people's career ideas were originating from:
'Sometimes it depends on how long careers officers have been in the Careers Service, and where they have been trained. When I started, I was always told you must ask questions on the young people's parents' occupation, to see where young people are getting their career ideas from. With a lot of young people, they want to do a job because that is what their parents do. Or they don t want to do a job the same as their parents. Parents might have strong feelings, ie they don't want their children to do what they had to do and want something better for them. In areas of high unemployment, it can be embarrassing to ask this
___________________ !_____________   :___________     . j .  .
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question as their parents might be unemployed. But it is quite useful to have tnis information. I don't ask it as a matter of course, but if a young person is determined to do a job and I don’t know why they wanted to do it, 1 will ask this, and 9 times out of 10 they (young people) will have a relative that is doing that job. That might be the only knowledge of jobs they (young people) have. They might have no knowledge of any other jobs. (08)
On the young person's Pre-Interview questionnaire (CS18a form), under the 
section on 'Work', young people are asked "Which jobs have you considered and 
why?". As can be seen from Appendices lO.la-d which relate to Area 2, young 
people's views of the world of work mirrored their experience of the depressed 
labour market situation in that area, (Appendices 101.a-b). Part-time work 
experience and interests could also influence how they perceived their future 
role in the labour market (Appendices lO.lc-d).
If more information was available on the Aide Mémoire, a proactive approach 
could be adopted by careers staff when making decisions about placement. A 
story highlighting such issues was outlined by a careers officer in Area 2:
'Sometimes young people's personal circumstances dictate that wee bit extra support would be beneficial. But you don't always know that unless you ask about it. You just write the information down on the seven point plan ...de, de, de... though you might not actually get behind the picture. Sometimes you will sit with the young person, and you know there is something wrong but you can't get them to say it. It happened to me the other week. This boy I had seen before... I knew there was something wrong and he wasn’t telling me what it was. And eventually it came out that he had been turfed out of the house. He was living in lodgings and was very unhappy. And it opened up a completely new scenario. Because he was in youth training, he was fmding it a real struggle getting up, managing to cook his meals, getting his washing done. He just didn't know how to handle it, cause he w asnt a very able young person anyway. He was obviously on the way to becoming depressed, and he didn't look at all well, so I suggested that he might want to go and see his doctor. And I wouldn't have been able to do that if I had not kuown that. It is not being nosey. It is just trying to relate to what is happening in the young person's life. Because it all hangs together. Now we are not social workers, so as far as we go it stops there. I suggest you go to the doctor and "Aye fine" or "no I won't". That's it. You can't go any further than that...'. (06)
This was seen as particularly important if a young person's circumstances 
impacted to how they were coping within the working environment:
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'We have to accept that life impinges... it does impinge... it impinges on us all. In that boy's case, you might get the youth training scheme ringing up and saying, 'Look, his timekeeping is just deplorable, he will have to go'. And you can come back and say 'Actually, the situation is, he is out of the house and he is struggling'. Right? It makes it completely different. But a lot of the time young people won't tell anybody. And they just struggle on and you get this knowledge there is something there, but sometimes you just can't get at it'. (06)
Employment assistants generally considered information about parents' 
employment as irrelevant to placement, unless the young person wanted to 
follow the same career as their parents. Though, as with careers officers' 
accounts, family circumstances might impact on a young person's experience in 
placement. The quote below is representative of these views:
'Regarding parents' employment. I know that it’s on the form, and I know that some careers officers do write in comments about what the parents do. I don’t see that it's totally relevant, except if the young person is involved in the same career as their parents and they already know a lot about it. The family circumstances are relevant in that they could be living with a mother only, or the young person might be in a children's home. Young people might have to get additional benefits, ie for a single parent etc. This could be relevant to employment'. (Oil)
In summary, the problematic nature of decision making when completing 
specific sections of the seven point plan could be seen in information relating to 
young people's parents' occupation and home circumstances, particularly in the 
disadvantaged area. Careers officers commented how some clients refused to 
reveal the type of employment their parents were in, or asked why the Careers 
Service wanted to know this information. Though uncomfortable about this, 
careers staff thought if they had more background knowledge about clients, 
they could, if necessary, offer relevant advice about benefits or supply 
additional support to young people in placement.
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Of vital significance is whether more attention is paid to young people's 
attributes in Area 2, and the extent to which this information impacts on 
destinations. Perceptions about positive and negative attributes recorded in the 
Aide Mémoire and whether this mattered for young people's entry into youth 
training, employment, further and higher education is considered next.
POTENTIAL DESTINATIONS AS CONTEXTS FOR DECISION MAKING: THE ’TWO SCENARIOS' AS AN EXPLANATORY FACTOR
When making decisions about placements, a careers officer described the way in 
which there were "two scenarios" operating. A distinction was drawn between 
information considered relevant for young people entering youth training, and 
that which related to those going on to further and higher education. For the 
latter, more emphasis was placed on subjects studied and career choice. Thus, at 
least during this stage in the transitional process, other attributes about 
academic youth (excluding academic criteria) were viewed as less significant in 
affecting career outcome; findings also reflected, in the quantitative analysis 
(ch.6):
'There are two different scenarios here... If you are talking about young people going into higher education, then appearance and speech maybe doesn't really matter as much than if you are placmg someone into a job, through the Careers Service doing their placing function. It's kids going into higher education... then their education and what young people are interested in that are the major factors. But if you are talking about young people going into a job or going into YT, then you would start looking at things like their appearance and their personality and what type of person they are for a 'job'. But, somebody who is quite shy and retiring, who nas five highers, ana is going to University, it doesn't really matter that much. They might have a few problems, but not as much as someone you are trying to place into employment'. (07)
For young people going into YT and employment, more attention was paid to 
personal attributes such as appearance and personality and how suitable these 
young people were for 'a job'. In respect of non-academic youth, a careers 
officer in the disadvantaged area stressed how other attributes were very 
important when trying to secure placement:
I
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T would like to think the way the education system is going that employers are looking at the whole person and not just what they have got inside tneir skulls. It's one of the things that I like to try very hard to get across to young people. Qualifications are not the whole story. Because obviously we are dealing with a lot of kids who don’t have particularly good qualifications. The jobs where little or no qualifications are required, then personal characteristics might be more important*. (08)
This included positive attributes such as good appearance and personality, and 
having the 'right kind' of attitude to work:
'A lot of employers still don't ask for formal qualifications, for either permanent jobs on offer or training programmes... so there is a great compensation for a young person who appears well motivated, has the right kind of attitude, is interested. If you ask employers what they are looking for in a young person, a lot will tell you it's their general demeanour. Dp they show interest? Are they willing to learn? Will they come in bn time? Will they be reliable? That's as important in terms of their personality traits as paper qualifications. Within reason, obviously, there are certain types of jobs where employers are going to ask for specific types of qualifications. However, young people can certamly compensate for a so called lack of academic qualification, by just their general attitude and demeanour'. (08)
Again as with quantitative analysis which showed how young people with 
negative attributes were more likely to be unemployed in Area 2 (see ch.6), 
employment assistants pointed out how young people with positive attributes, 
such as good appearance, reliability and motivation etc, might get placed before 
a young person who did not possess such qualities:
'Personality is very important, and physique and health, depending on what young people are going to be choosing. Appearance, someone who is perhaps neat, and fairly confident; if they don't have qualifications, it might be easier to get them placed than the young person who isn't demonstrating any particular qualities'. (012)
The 'client-centred' orientation of the Careers Service's role can be seen in the 
following description of a careers officer's work with young people. This 
involved playing up the positive characteristics of his clients and giving
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vocational advice and support, rather than adhering to a more 'manpowered- 
centred* perspective:
T think personality is important. I don't object to the idea that personality is important to the job choice. I object to the idea that in a 40 minute interview you can assess it. I think willingness is important. And that's not something that you get from other people. I figure my job is... not to ensure that employers... I don't take the heat out of the situation that employers find themselves in. That’s why employers interview. They decide what they take on. My job is to try and square people up as much as possible for the options they have Chosen. And for the difnçülties these options might present them personally with. My job is... I'm here to help the kids, not particularly to help employers, although, I don’t mind helping the employers if it is going to help the lads. So my view is... things like personality, a willingness to leam, enthusiasm, people might not be very bright, but they can talk a good game. And that's important. Timekeeping is vital... well behaved, reliable, I maybe structure things on this basis, rather than me assessing them, which I think is entirely the wrong way to go about it'.(013)
The concept of 'selling' young people to employers was emphasised as a major 
orientation adopted by careers staff. Careers officers, who attempted to present 
non-academic pupils in a positive light, also pointed out how employers needed 
to be more realistic regarding the types of young people recruited. For example:
'Yes, we will ask them (employers). We take a vacancy from an employer... it's not just the factual information of the hours and wage rate etc. We would also ask them about the type of person that they want to recruit. And a major part of the careers officer's job in the Careers Service is to sell young people to employers, and to try and make employers be realistic about their recruitment practices. And encourage employers to consider young people who, depending on the nature of the job they are offering... to try and encourage them to consider young people who do have good personality traits, and are proven willing workers. Young people have got ability to leam that might not be reflected in their academic background'. (03)
In summary, a distinction was apparent between information recorded on the 
Aide Mémoire for young people entering youth training and employment and 
for those going on to further and higher education. This underlines the fact that 
the careers officers' role with 4th year school leavers is more relevant to selection 
processes at this stage in the transitional process, and less so for those remaining 
in school and continuing their education.
    . , ,
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THE PLACEMENT OF YOUNG PEOPLE InTO ’PREMIUM’ AND ’BASIC’ YOUTH TRAINING SCHEMES: A CONSIDERATION OF NEGATIVE AND POSITIVE CRITERIA FROM THE AIDE MEMOIRE
A combination of factors might operate to segregate young people from equal 
participation on YT schemes. However, the present research has shown how 
wider opportunity structures impact on the allocation of premium and basic YT 
schemes within both areas, with strikingly more young people entering 
premium schemes in Area 2 (ch.6). Because of a lack of adequate YT provision 
and cutbacks in YT funding, a concentration of premium YT schemes is located 
in this area.
With higher unemployment and subsequent increased competition for 
vacancies, employers are more selective in their recruitment, particularly in a 
depressed labour market. If selection is not based on formal qualifications, but 
rather on more subjective aspects of young people's characteristics, those 
receiving negative assessments will be less likely to be selected for employer-led 
basic YT schemes (see ch.6).
As already shown, premium YT schemes receive very negative labels and were 
infamous among careers staff and young people alike (ch.3). In general, careers 
staff understood why some schemes were so labelled; the types of young people 
attending the schemes often caused real difficulties within placements;
'The Training Workshop was called the "Nut Hut" with good cause. In a lot of the cases the young people were absolutely nutters. I think there is a real stigma about Community Industry and the Training Workshop. A lot of young people say point blank tney will not go as they would get beaten up or 'eaten by the bears'... there are horrendous problems sometimes. I think supervisors on these schemes work miracles with these weans. I don't think thg^ are given enough support from the District Council or Local Authorities. They wouldn't give young people enough work to do. The CPA (Community Projects Agency) is now down the tubes because of the poll tax, as the Region just couldn’t afford them any more'. (02)
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Another careers officer, assessing types of training schemes available in Area 2, 
was very critical of the young people in Community Industry:
'There are some managing agents who are exceptionally good and try to do well for young people in schemes such as Springboard, Community Industry and Workwise, which are the most special needs orientated, and cater for those with behaviour, literacy, numeracy/ and social problems etc. They are the main ones. They are all very good in their own ways. But Community Industiy is the scheme which I am least happy about. It seems to have the worst problems in microcosm. All the headbangers tend to end up there. It's the last resting place before where ever else young people go before oblivion... that is car crime etc. The staff that work there are conscious of their role in that respect. They are the last safety net. If you slip through that there is nowhere else, and in that sense, it is very important', (07)
Due to an overall lack of employer-led YT schemes in Area 2, young people with 
positive characteristics might still be left behind in respect of employment 
opportunities - an issue also highlighted from evidence relating to the Aide 
Mémoire document:
'In (Area 2), young people will not get good YT schemes, so you are looking at places like Community Industry to pick these young people up. I think in a lot of cases, factors like good appearance etc, don't even come into play. A lot of young people with no qualifications will always end up in the dead end jobs, more menial routine...'. (02)
Again, as with qualitative findings from the Aide Mémoire document, careers 
officers in Area 2 highlighted how they tried to protect some clients from this 
environment:
'I would have to think very carefully before I would send some young people to Community Industry. Not because I have got anything against Cl, but because the other clients there could pick on my client, and give him a hard time. I would prefer to send my clients to non-premium, non-category B schemes. I would prefer to give them as good a chance as possible to get as much out of it. (07)
Employment assistants reported how many young people perceived premium 
YT training as dead end' and not a 'real' YT placement. For example, some
  - _ .
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would 'get laughed at'. This negative evaluation of Cl extended generally to all 
premium YT schemes. In comparison to basic YT schemes, the type of 
recruitment used for premium schemes was also very different. Young people 
were constantly being submitted to, and dropping out of, premium schemes on 
a regular basis:
'Places like Springboard and Cl are on-going placements and careers officers can submit on an on-going basis. This is very different from ordinary training schemes. Young people are also trained in small squads of maybe 10-15 young people, it’s an artificial situation. Placement companies are a much more realistic situation’. (012)
However, not all careers officers held negative views about premium schemes. 
Some pupils with educational, behavioural, and social problems, often required 
additional support. This view was developed in the awareness that not all 
young people could cope within mainstream YT:
Information is still very, very important. You are also looking at young people with learning difficulties who need continuing support, especially in areas of literacy and numeracy, and almost certainly conndence building skills. The whole socialisation for these young people is very important. They may be exhibiting behaviour problems because they are struggling with school based work. It runs the whole gambit from truancy to non-attendance, reacting to authority badly and so on. I'm not saying every young person is like that, but you can find a number of these young people, who although the school report might ask for exams etc, you need to know what other kind of problems they might have, so that you can give the additional support they need to make the transition from school to training and employment'. (012)
Another employment assistant's story illustrates why she considered premium 
YT schemes such as Cl and the Training Workshops necessary for some who 
register at the Careers Service:
I think there are some very good schemes where the training is excellent. Really you couldn't get better training if you were in a permanent job. On the other hand, there are schemes that are not very good. For young people with problems with their attendance, timekeeping or attitude, or if they were in a lot of trouble in their last YT scheme, maybe violent etc... young people are not being categorised (endorsed) just because of ability, it's the whole spectrum. If
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you feel that to get this young person a place and to give them a chance of going on and making something o f  their career, then you will endorse them to try and help them through it. We do need sheltered environments for these young people to go into. It could be you have got a young person who you don't fed that Cl or Springboard or Multi-skills is exactly the ^ace for them, but there isn't anywhere else and it's a case of, well, they either go there, to one of these places, which offer quite a wide variety of work, where they have a good chance of a job... and to oe fair to the Training Workshop, there was a large number of young people over the last few years who actually got permanent jobs from
The following employment assistant thought some types of young people (ie 
those with very negative school reports, including negative behaviour etc) 
would never get accepted by an employer for a job without first passing through 
youth training:
'Initially, young people might not be totally happy going in there (premium YT) because they are totally under supervision d i the time, and I'm not saying Springboard and other schemes are the best place for everybody, but some of the young people have got jobs from it, who really couldn't have gone anywhere else. This is the problem, this is the whole thing about YT schemes. Although a lot of people knock it and at times I think the YT schemes could be better than they are, there are a lot of young people who, without the YT schemes, would never, ever have gotten employment. For instance, some of these wee guys at the Workshop, who really didn t have a lot of ability walking in here (the careers office) they didn't have very much going for them. We (Careers ^rvice) got them into the workshop, and maybe some one or two and a half years later, they were in permanent employment. Albeit, it was maybe labouring or factory work somewhere, but they were in a job. Now, if they (young people) had gone up to that company for an interview for a permanent job, they wouldn't nave got it. They didn't have the experience the company would need, they didn't look the part, they didn't come across at all well at the interview... but a year or six months down at the workshop, they were doing reasonably well. We (Careers Service) got them out into placement and we said to the guy (employer) "look, we will give you them (young people) for a few weeks, see how tney get on", and a lot of them ended up with jobs. These guys (young people) would never have got into employment. Never. So it (YT) has benefited them’. (010)
Employment assistants stressed how a lack of employment opportunities in 
Area 2 affected decision making regarding placement. This was because the 
provision of YT was badly affected by Government cutbacks:
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'Sometimes, because of lack of provision in some areas, you are forced to send young people to managing agents that you are not entirely happy with. All of these training schemes are finding difficulties at the moment in that., they do mean well and they are trying to do the best for the young person on the one hand, but on the other hand they are also businesses and they are trying to balance the books as well, and personally I think these two ideas are incompatible. At the moment, because the Development Agency have cut back on their funding so much, various managing agents have said they doubt very strongly if they are going to have any recruitment for school leavers this year. This Summer is going to be the worst ever with regard to finding places for young people; especimly for those with particular special needs, sucn as literacy and numeracy, behaviour and personal effectiveness problems etc, because they always come last anyway'. (Oil)
However, in Area 1 even for those young people entering premium YT schemes, 
the chances of gaining employment from this was judged significantly higher 
than in Area 2:
'One of my endorsed schemes here in (Area 1) is the local multi-skills training centre, which used to be the Training Workshop. The workshop at one point had six to ten of their trainees going into permanent employment. Now that's an excellent average for young people Who have learning difficulties, behaviour problems, etc. So the endorsed schemes are about the appropriate level of support and training. If they are run properly, they are good training for that particular type of young person. Unfortunately, a number of the training schemes... because we have to deal with so many young people, it does tend to maybe bring the programme down a bit as well. It's like saying to... if you took the fo r^  worst kids in a year group, no teacher in a school is going to teach them Monday to Friday, they would crack up. We are expecting these endorsed schemes to deal with some kids who have got real problems. And I have got sympathy for them. But it's about them having the right kind of mechanisms and support within the programme to try and deal with that. At the end of the day, they are not miracle workers, some you win, some you lose. Six guys of ten, in the local training workshop, getting permanent jobs, that's six guys out of ten that won. The other four probably were sacked, they left, they kept going off on the sick, they were unreliable wnen they went to placement companies. I mean... such is the way of the world'. (01)
In summary, a majority of careers staff held unfavourable views about premium 
schemes - this related to the quality of training offered, and the trainees 
themselves - both of which received very negative labels, particularly in Area 2. 
However, because of the overall lack of YT provision in this area, careers staff 
were faced with the task of having to send their clients to these schemes.
__________
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whereas in a better labour market such as Area 1, entry to basic YT was more a 
matter of course.
CONCLUSION
This very detailed chapter has highlighted a number of complex issues 
concerning information management and decision making within the Careers 
Service, particularly in respect of the completion of the (CS2) Aide Mémoire. 
Firstly, in the context of questions relating to the main influences impacting on 
careers officers' decision making, a frequent response was to emphasise that 
they were simply exercising their professional judgement' or that they had 
developed their own 'individual style'. This suggests how autonomous careers 
officers' decision making is in respect of completing Careers Service documents.
Secondly, variations in the way careers officers completed the Aide Mémoire 
were identified. For example, some careers officers, particularly those recently 
qualified, wrote very detailed information on the Aide Mémoire. Previous 
experience as an employment assistant also seemed to be linked to a practice of 
recording a lot of information, in order to facilitate effective placement into 
training and employment. By contrast, other careers officers were critical of 
what they perceived as negative and irrelevant subjective information being 
written about young people. Consequently, a more minimalist approach was 
adopted when completing the Aide Mémoire, and only information considered 
necessary and relevant to a young person's placement recorded. All of these 
factors suggest broader influences on the recording of information on the Aide 
Mémoire which are not consistent with their own emphasis on idiosyncratic 
evaluation.
Thirdly, a most significant feature of careers officers' accounts of decision 
making concerned their own questioning of the ethics and relevance of 
recording negative (subjective) information, particularly about young people's 
appearance or personality in specific sections of the 7 point plan. Careers 
officers were very aware of this issue and some were uncomfortable about
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having to record negative, potentially stigmatising information. However, in 
line with their training. Careers Service bureaucratic procedure, and the 
necessity of gathering information for their pre-selection role, they actually do 
record a huge amount (see ch.5, Table 5.2). The majority of careers staff 
accepted that the Careers Service needed such information, but emphasised 
caution should be exercised in how this was interpreted.
For other careers officers, the decision not to complete all sections on the Aide 
Mémoire meant they were engaged in a process of de-labelling designed to 
protect their client. This involved several attributes including speech and 
behavioural information and, depending on the circumstances, this might not be 
committed to paper if viewed as potentially detrimental to placement. For 
example, if the young person’s unit was being passed on to another careers 
division, the careers officer might either remove (i.e. tippex out) what was 
previously recorded on the Aide Mémoire, or communicate this information 
verbally. In short, and despite the fact that large amounts of information about 
such attributes is recorded on Careers Service units, some careers officers have 
developed accounts which demonstrate its problematic status.
Fourthly, and related, a lot of the information recorded about young people on 
the Aide Mémoire was not available from any other sources (eg height, 
physique, general and more idiosyncratic information about appearance, 
presentation during the careers interview, and information on 
employment/training prospects etc). The significance of this information 
resides in its relevance for career recommendations and the selection of young 
people for vacancies. At a general level, information about young people's 
health, physique, academic potential, and general attitude (ie if the young 
person was reliable enthusiastic etc) was considered important. However, the 
majority of careers officers thought a young person's appearance did not really 
matter (though they highlighted how some employers requested young people 
with good appearance for certain jobs). Information about appearance was, 
therefore, recorded on the Aide Mémoire and employment assistants referred to 
this when selecting young people into available vacancies.
__________ _____  _____
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Although Careers Service Inspectorate observe careers officers at work and offer 
suitable comments to them and their seniors, these assessments relate to 
individual performance in particular circumstances. Reports such as 'The 
'Vocational Guidance Interview' (Bedford 1982a) and 'Vocational Guidance 
Interviews Explored' (Bedford 1982b), along with relevant guide-lines and 
check-lists were developed and recently updated (DE 1992b) to help Careers 
Service Inspectors and others interested in this field to assess the effectiveness of 
guidance interviews more objectively.
Two general principles are highlighted in the recent guide-lines which are of 
relevance to the present research and relate specifically to 'judgemental ratings 
on the check-list'. The first is the distinction between 'outcomes' and 'process'. 
The check-list is more concerned with the former, ie 'what progress the student 
has made as a result of the interview'. ('Process' dimensions concentrate more 
on the skills of the careers officer and are assessed separately). The second, and 
in relation to the present research, more interesting principle, is what is termed 
the ’Principle of Parsimony' (emphasis in text). This involves:
1. Recording what you see and hear happening, not what you infer or guess is 
happening.
2. Ignoring moral judgements, ie whether you feel that what is happening is 
desirable or undesirable.
The guide-lines (DE 1992b:3) further state that:
'This principle is central to the approach adopted in assessing interviews. Of course 'internal processes' (thoughts, mental reservations, rejection of ideas etc) are going on all the time in interviews. Experience shows, however, that it is impossible for external observers to assess these internal processes with any reliability at all. Similarly, moral judgements involve the value systems of individual assessors and should be avoided'.
However, as shown, the degree of discretion and autonomy used by careers staff 
varies. In some divisions, policy follows strict guide-lines, whereas in others, 
policy offers a framework within which there is much diversity. These issues
 A-y."''.'"-A  -V' x
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are very relevant when assessing careers staffs' decision making concerning 
information recorded on the Aide Mémoire. Although the guide-lines warn 
against careers staff recording information from inferences about what they 
think is happening, careers officers, particularly those with more experience in 
the Careers Service, pointed out how they can get an 'inkling' about a young 
person during the VGI or that they 'can divine some of the sticks for themselves'.
Similarly, moral judgements might not be avoided, but instead influence a 
process which results in careers officers selectively recording information on the 
Aide Mémoire, as certain information may be perceived as negatively affecting 
employment opportunities. In addition, perceived 'suspect' information about 
young people from other gatekeepers (for example the social work department) 
might not be written down, but communicated verbally to other careers officers 
if units are being sent to other Divisions.
The majority of employment assistants pointed out that all the information on 
the Aide Mémoire was important and stressed how information had to be 
considered alongside the vacancy they were dealing with. It thus seems that the 
careers officers are caught in a dilemma. On the one hand, they are conscious of 
the potentially negative implications of their recording practices and might 
therefore attempt de-labelling strategies. On the other hand, they must of 
necessity respond to the demand of employers: decisions therefore must be 
based on specific criteria and, if wrong, place the Careers Service in very bad 
light. Negotiating on behalf of their clients therefore has to be subtle and 
informal lest it be revealed as incompetence.
Fifthly, analysis of information on the Aide Mémoire draws attention to the very 
broad range of idiosyncratic criteria being recorded by careers officers. This 
suggests another aspect of their accounting practice which rests on the practical 
aspects of their work. A good example is mental visualisation, the 
documentation of idiosyncratic information as a means of identifying young 
people when they came into the careers office, even though idiosyncratic 
information was manifestly not considered particularly useful by employment 
assistants. Another explanation put forward was that recording a lot of
 ,   ’ .
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information on the Aide Mémoire demonstrated the effective accomplishment of 
careers officers' tasks.
The problematic nature of information is also illustrated by information about 
young people's home circumstances and parents' occupations. In Area 2, 
because of high unemployment in that labour market, careers officers pointed 
out how they were often uncomfortable about asking young people questions 
regarding their parents’ occupation. However, such information could 
influence young people's decision making about when to leave school or 
highlight where job ideas originated from. Careers staff could also react 
proactively if they had more information about a young person's background, 
particularly if this was causing problems whilst in employment or youth 
training.
Sixthly, a distinction between information recorded on the Aide Mémoire for 
young people entering further and higher education and those entering youth 
training and employment is evident. It was suggested that 'two scenarios' were 
operating. For young people going into further and higher education, less 
attention was paid to attributes such as appearance and speech and more to 
subjects being studied and career choice. Even if negative attributes were 
identified, these were considered unproblematic by careers staff. By contrast, 
for those young people entering youth training and employment, more attention 
was given to the young person's appearance and personality and how 
appropriate they were for the type of job they wanted. However, reflecting the 
overall de-labelling orientation, and consistent with quantitative analysis (ch.6), 
positive personal attributes such as having good appearance, being well 
motivated, and having good attendance and timekeeping etc, were generally 
played up as important characteristics for young people entering youth training 
and employment, particularly for those with little or no academic qualifications.
Seventhly, the issue of images associated with destinations was also linked to 
careers officers' evaluations of the information being recorded. This particularly 
referred to the types of young people entering premium and basic YT schemes 
within the two areas. Many careers officers held very negative views about
 '  : :  _   '
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some premium YT schemes, mostly concentrated within Area 2. Similar 
negative assessments of the types of young people who entered schemes like 
Community Industry and the Training Workshop were made, which included 
references to behavioural, social, personal, literacy and numeracy as well as 
attendance problems.
It is quite clear that opportunity structures within the contrasting labour 
markets are very significant to young people's training and employment 
opportunities. Due to a serious lack of youth training provision in the 
disadvantaged area, young people, who would ordinarily enter quality, basic 
YT schemes, were entering premium YT schemes like Community Industry and 
the Training Workshop. Careers staffs' refusal to send some of their more 
'sheltered' clients to these schemes, even if there was no other training schemes 
available, reveals something about how negatively they are perceived. Young 
people themselves also appear to be very aware of how bad some premium 
schemes were; for example, careers officers reported how some young people 
would not reveal to careers staff if they were under social work supervision or 
had behavioural problems, as this might increase the likelihood for entering 
such schemes.
Even here, the dilemma facing the careers officer is evident, for the very 
schemes which potentially involve negative labelling are those which provide 
the skills necessary to compensate for low academic, low job potential youth. 
Young people were therefore endorsed by the careers officer so they could have 
additional support and supervision within their premium training scheme. 
Moreover, employment assistants discussed how non-academic youth with 
negative assessments who did not come across well at their careers interview 
and had bad school reports etc, would never have entered full time employment 
without going through youth training. When comparisons were made between 
the two localities, careers officers highlighted how, at one stage, six out of ten of 
those young people entering premium schemes in Area 1 were gaining 
employment. By contrast, because of funding cutbacks in youth training 
provision in Area 2, employers informed the Careers Service that YT 
recruitment from the new Summer term school leavers was very unlikely.
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Finally, and of central concern to the issue of labelling and selection, the Careers 
Service was identified as offering a pre-selection service to employers, and 
information in the units assisted this role. Although careers staff tried to 'sell' 
young people to employers and encouraged them to recruit, for example, non- 
academic youth with positive attributes, particularly in Area 2, they are judged 
by employers and managing agents in terms of the effectiveness of their pre­
selection service.
If careers officers did not meet employers' recruitment requirements, employers 
could simply advertise vacancies in the local press. Hence, the pre-selection 
process regarding the type of young people chosen for available vacancies was 
more rigorous in Area 2. Those young people identified as having negative 
attributes were more likely to be selected by employment assistants into 
premium YT schemes. However, as there were even waiting lists for schemes |
like Community Industry, in contrast to their peers in the better labour market, 
more young people in Area 2 were remaining on the Careers Service register 
unemployed. Due to the concentration of premium YT schemes in the 
disadvantaged area, young people with positive attributes also experienced v|i
difficulties in getting into basic YT schemes and frequently had to accept 
training in the premium schemes that were available, or alternatively, remain 
unemployed.
I
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CHAPTER ELEdEN
CONCLUSION AND REVIEW OF FINDINGS
The present research has demonstrated that the Careers Service is an effective 
gatekeeper in the sense that careers officers' responses make a clear 
difference in the way that clients with health problems and with other 
attributes are placed into available vacancies. Undeniably, the Careers 
Service is a crucial mediator. During the transitional process, careers staff are 
strategically placed to work with school guidance staff and young people in 
schools and also with the providers of training and employment 
opportunities.
In the light of early research findings on the Careers Service, (for example 
Carter 1962; Jahoda and Chalmers 1963), it is easy to see how the 
'effectiveness' of this agency has been called into question. Methodological 
limitations and different measures by which 'effectiveness' was assessed 
(including client satisfaction, learning and career outcomes) have meant the 
aims and purpose of guidance were open to varying interpretation. Others 
have suggested that in areas of high unemployment, guidance is capable of 
achieving only limited success, both in terms of preparing young people for 
the world of work and in finding actual placements (Roberts 1977).
It is, however, unthinkable to consider the 'effectiveness' of the Careers 
Service's role without taking into account the wider opportunity structures 
operating within different labour market contexts. It is within these contexts 
that the Careers Service seeks to play the role of advocate and secure suitable 
placements for its clients. From this perspective, the proactive 'client-centred' 
function of the Career Service has an added dimension, specifically in 
promoting equal opportunities for their client group. Indeed, it is this unique 
role which distinguishes careers staff from other school/post school 
gatekeepers within the transitional network. This was understood perfectly
- J Î
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by Bazalgette (1982) when he suggested that the Careers Service was the key 
service for young people.
This conclusion has emerged from a number of interlocking research 
questions which, in a cumulative sequence, take into account the availability 
of information to careers officers, their use of it in selection and placement, 
and their simultaneous response to the varying constraints of opportunity 
structures. In pursuing these questions, careers officers' responses to 
recognised health problems and to other attributes recorded in young 
people's units have been examined separately. This conceptual framework 
enabled six research questions to be defined, three concerned primarily with 
recognised health problems, and three primarily with the other attributes 
recorded.
In order satisfactorily to fulfil their role in health selection, careers staff 
require relevant health information about their client. The first aim of the 
study therefore involved the identification of careers staffs' perceptions of 
agencies and individuals such as School Guidance Staff, the School Medical 
Service and EM AS (Employment Medical Advisory Service), as well as 
associated sources and patterns of health information flow.
The second aim of the study was to investigate the extent to which the 
Careers Service had definite consequences for health selection. Earlier 
studies into young people's transitions from school showed how channelling 
by the school system, young people's occupational choice, and opportunity 
structures in the labour market all played a part in the transitional process, 
though they were not all of the same kind and operated in different ways 
(Ryrie 1983). Given this, it is important to remember that the Careers Service 
is only one agency among many engaged in decision making about young 
people's destinations. The major mechanisms by which young people are 
allocated into their different roles are complex. Indeed, health selection 
processes might have more of an effect at a later stage, when young people 
enter the broader labour market after youth training. What is certain, is that 
at present, particularly with the growth of youth unemployment and the
................................. ...  ........................
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introduction of YTS, the Careers Service's role in terms of selection processes 
is clearly apparent; careers staffs' working practices have had to adapt to 
ongoing changing political and economic circumstances.
In defining the parameters of the study, one question was whether the 
present research should focus on careers staff with responsibility for 
mainstream schools, or on special needs careers officers working with young 
people in special schools. As a specific interest of this research is in health 
selection, the exclusion of special needs might seem peculiar. Indeed, it is 
probable that the research process would have been considerably more 
straightforward if the special needs group had been selected. Why then 
concentrate on the mainstream setting?
Detailed familiarisation with the topic (ch. 1-2) suggested a number of other 
health issues were interesting and analytically important. Specifically, an 
examination of careers officers within the mainstream setting focused 
attention on problematic information transfer. The mechanisms of 
communicating health information are less formalised, and subsequently 
more open to negotiation among mainstream careers staff and other 
gatekeepers.
Moreover, research which has examined the transitions of young people in 
special schools has shown how destinations can include entry into Special 
Further Education, Advanced Post-School Education, and Sheltered 
Contexts, for example. Workshops and Adult Training Centres (Ward et al 
1990). As a major interest in the present research was in health selection in 
the general population, and in the context of variation in wider opportunity 
structures in different labour markets with particular reference to YTS, it is 
for this reason that the mainstream setting was more appropriate to this 
analysis.
It is in this context that the third aim of the research was identified. 
Employment and training opportunities in mainstream labour markets differ 
so markedly that careers officers could be expected to vary the way they
___________
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placed those with health problems according to the labour market in which 
they had to operate.
Furthermore, following the Wamock Report (DES 1978), more young people 
with health problems and special educational needs were integrated within 
the mainstream system. Consequently, the distinction between those in 
special and mainstream schools is less apparent than it once was; and despite 
the increasing demands being placed on the Careers Service to offer advice 
and place young people with and without health problems into training and 
employment (DE 1989), ironically, less health information, particularly from 
the School Medical Service, is available to them (Standing Committee of 
Regional Careers Officers, 1990). A consequence is that some young people 
enter employment which could make their health condition worse.
It was not, then, simply a question of whether careers staff had an effect on 
placement of young people with health problems into youth training or 
employment. It had also become a question of how mainstream careers staff 
achieved this with incomplete information, an issue hardly addressed in 
previous research studies. When considered alongside the increasing 
demands being placed on careers staff to secure placements for clients with 
health problems amid growing youth unemployment and a reduction in 
youth training provision within some areas, the present focus on mainstream 
schools had become timely and relevant.
In addition to health, the significance of other attributional information was 
vital to an understanding of labelling strategy and selection processes, and 
obtaining data on this was the fourth aim of the study. Educational 
sociologists have shown how factors other than academic ability impact 
during the schooling process. Middle class students have higher rates of 
'cultural capital' (Bourdieu and Passeron 1977) because their sub-culture is 
closer to the dominant middle class culture within the education system. 
Educationalists' attention to young people's speech (Bernstein 1961), 
appearance, personality, and home background circumstances (Hargreaves 
et al 1975; Halsey et al 1980), has been found to vary among pupils of
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comparable academic ability in school settings (see Keddie 1973; Ball 1981). 
In the present research, recording of attributes like these, for example, 
appearance, height, weight, speech, personality, as well as academic ability in 
Careers Service units, were examined in relation to selection processes and 
potential placement outcome. This brought into focus the significance of 
'routine' labelling as part of Careers Service information management.
Labelling theory was relevant to the present study because from an 
organisational perspective, labelling is often an essential component of social 
order within bureaucratic environments (Rodgers and Buffalo 1974). The 
applicability of labelling theory to routine processes of everyday information 
management within the Careers Service can be seen in the structure of the 
Aide Mémoire (CS2), or as it is sometimes referred, the seven point plan'. 
Paradoxically, although careers staff are meant to open up opportunities for 
their client, institutional pressures towards them recording detailed 
information about young people reinforces (negative and positive) labelling 
and impacts on subsequent selection processes. Likewise, reports received 
from other gatekeepers (for example information recorded on the School 
Careers Service Report (CS4) by guidance staff) might be uncritically 
accepted by careers officers and replicated in the Aide Mémoire.
Traditional labelling theory has also been widely identified with the study of 
deviance reflecting the fact that negative sanctions may follow labelling and 
that some deviant careers are thereby made permanent. Consequences such 
as these are potentially falsified wherever a proactive, 'client-centred' role is 
taken by agencies such as the Careers Service in promoting equal 
opportunities for their client, thus revealing the limitations of traditional 
labelling theory. In attempting solutions to these theoretical problems, the 
work of Trice and Roman (1970) was vital in highlighting successful forms of 
public (in the sense of open or 'civic') proactive re-labelling and de-labelling 
strategies being implemented by 'deviants', and more significantly in terms 
of the present research, by mandated 'labellers' also. Examples include 
organisations such as Alcoholics Anonymous and professionals who initially 
label deviant behaviour (eg mental illness or criminal behaviour) and then
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process the deviant through 'treatment'. Similarly, the influential work of 
Coffman (1963) has drawn attention to covert de-labelling and re-labelling 
strategies being employed by stigmatised individuals in order to manage a 
'spoiled identity'.
The identification of these studies is very important in that they challenge the 
original assumptions on which earlier labelling theory were based, and give 
rise to the fifth aim of this study. Little research attention has focused on 
whether covert de-labelling strategies are employed by those undertaking the 
labelling process (the 'labellers' in this instance being the Careers Service), 
nor have reasons been explored as to why such practices might occur. For 
example, careers staff might covertly de-label certain information about 
young people in the units if this is perceived as discriminatory and might 
negatively affect entry into youth training or employment.
In a certain sense, this issue has far greater significance when consideration is 
given to the moral dilemma faced by careers staff when making decisions 
about placement. On the one hand, much is made of their 'client centred' role 
in promoting equal opportunity for young people. On the other hand, 
particularly since the introduction of youth training schemes, the Careers 
Service has been under a great deal of pressure to service the needs of 
employers and managing agents and offer a pre-selection service according 
to their recruitment criteria. This constitutes the paradox of the Careers 
Service's role; by being what it is (an employers' selection service) and by its 
duty to fulfil what it should be (a. client-centred service), careers staff are 
having to face in many directions at once.
These pressures to provide an employers' pre-selection service form the 
context for the sixth and final aim of this research - to document the extent to 
which opportunity structures impact on careers staffs' decision making and, 
in areas of high unemployment, compel them to pay greater selective 
attention to general non-health attributes, positive or negative.
_____  _ _
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In the light of all these considerations, then, this research has attempted to 
examine careers staff's decision making and working practices within 
mainstream schools, with specific reference to young people's health and 
other attributes in contrasting labour markets. To go right to the point, did 
careers staff pay more (negative or positive) attention to health and other 
attributes in areas of high unemployment?
A vast amount of data is recorded about young people in Careers Service 
units. While generalisations to the Careers Service are somewhat limited, the 
findings of this study showed that this occurred in both labour markets. The 
distinction between information provided by school guidance staff on the 
School Careers Service Report (CS4) and by careers officers on the Aide 
Mémoire (CS2) showed more health references being made on the former, 
highlighting how guidance staff get to know young people better in schools 
and how dependent careers officers are on the CS4 for health information 
about their client. Indeed, for conditions such as epilepsy (and some other 
serious health problems including 'heart trouble', 'brittle bones' and 
'hepatitis') exclusive reference was made on the School Careers Service 
Report.
At the same time, findings also revealed a number of serious health 
conditions (for example, spinal problems', 'Crohn's disease', 'cerebral palsy', 
'lump removed from breast’ and 'haemophilia') which were not recorded on 
the School Careers Service Report (CS4). It seems unlikely that school 
guidance staff would omit such information from the CS4; other health 
conditions more subject to potential stigmatisation were recorded (for 
example, epilepsy). A more probable explanation is that either this 
information was communicated verbally, particularly if guidance staff 
wanted to discuss this issue in more depth with the careers officer, or that the 
health condition developed after young people left school. Alternatively, if 
the guidance teacher was new to the job, they would be less likely to have 
detailed knowledge about individual pupils. During semi-structured 
interviews, careers staff pointed out how the content of information in the 
CS4 varied; increased workloads and time constraints on guidance staff
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might also affect documentation. An implication is that less information 
might be recorded, and the potential for labelling therefore reduced.
These data reveal much about the non-disclosure of health information to the 
Careers Service. It also raises the issue of whether health information 
obtained from Careers Service units is an accurate reflection of the numbers 
of young people with health problems in mainstream schools or, whether the 
figures are under-estimated. These findings therefore support research 
which call for more health information to be available to the Careers Service 
(DE 1989) and for improved communication between careers officers and 
school/post school gatekeepers (Standing Committee of Regional Careers 
Officers, 1990).
In respect of other attributes, again more references relating to young 
people's timekeeping, attendance, (positive and negative) behaviour, 
academic ability and home background circumstances were recorded on the 
School Careers Service Report (CS4) than on the Aide Mémoire (CS2). Once 
more this highlights how careers officers rely on guidance staff for various 
background information about their client.
Interestingly, however, there were other attributes which were exclusively 
recorded on the Aide Mémoire (CS2). These included various references to 
height and physique, as well as a range of idiosyncratic attributes describing 
young people's appearance; for example, hair colour or style and complexion 
(whether they had freckles, a pale complexion or acne etc). Other references 
made solely on the Aide Mémoire reflected the different work role of careers 
officers to guidance staff. This included negative and positive perceptions of 
young people during their Vocational Guidance Interview (VGI) and 
whether they were viewed as a positive, reasonable or negative job prospect. 
More general references also included young people's appearance during the 
careers interview (ie neat and tidy, casual, scruffy etc). Such data not only 
underlines the way 'routine' processes of labelling and information 
management occur within the Careers Service, it also raises important 
questions as to why careers officers record such information at all.
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Finally compared to other unit documents, analysis showed more minor 
health problems and fewer health conditions such as epilepsy and diabetes 
being recorded by young people on their Pre-Interview forms (CS 18a), This 
suggests young people themselves may be concealing health information 
from school guidance staff and careers officers as this might harm 
employment prospects; a finding supported by other research evidence (DE 
1989). Within this context, Coffman's (1963) concepts of 'covering' and 
'passing' are important in that they describe how individuals develop covert 
means to manage a 'spoiled identity' from looming large.
As there are no available Careers Service statistics on numbers of young 
people with health problems attending mainstream schools, an important 
issue related to the percentage with health problems from the overall sample. 
As much as a fifth of young people in the present research were recorded as 
having a health problem. This finding is important for two reasons. In the 
first place, it confirms previous research which highlighted growing numbers 
of young people with health problems entering the mainstream system (DE 
1989; DE 1990c). Second, it supported the Careers Service's request for more 
adequate health information to be made available to careers staff during the 
transitional process (Standing Committee of Regional Careers Officers, 1990).
Analysis also showed that more young people in the disadvantaged area 
(Area 2) had health problems compared to those in the better labour market 
(Area 1), and that a greater proportion with health problems left school in 
their fifth year, suggesting these young people were remaining in school 
longer (or that they were held back in school because of their health 
problem). Comparable analysis among those with major health problems 
(section 2) found a similar pattern.
At present, the general trend in young people's transitions is that the majority 
enter youth training schemes with only a minority entering employment (see 
Furlong and Raffe 1989; Furlong 1992). Findings in the present study 
indicated a similar pattern; more young people entered youth training, and
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more with health problems did so, particularly in the disadvantaged area 
among minimum-age school leavers. Similarly, among all school year- 
groups, and in both areas, much fewer young people with and without 
health problems directly entered employment, particularly in Area 2. This 
shows clearly how opportunity structures impact on young people's routes 
into the labour market. Interestingly, however, in both areas more young 
people in all school year-groups without health problems were unemployed 
compared to those with. This suggests that careers officers work proactively 
for young people with health problems; that is, by effectively placing them 
into youth training and in keeping them off the unemployment register.
When comparable analysis was carried out for those with major health 
problems (section 2), a similar pattern to those with any health problem was 
found. Thus, despite real difficulties in finding employment for their clients, 
analysis showed that in both areas, (positive) health selection into youth 
training occurred for those with health problems (and more serious health 
conditions), particularly in the disadvantaged area, and that less of the above 
were unemployed.
The effect of opportunity structures on young people's routes into the labour 
market could be seen even more clearly in the stratification of (support and 
negative) premium Mode B youth training schemes and basic Mode A 
(mainstream) schemes in the two labour market areas. Premium 'support' YT 
schemes generally recruit the least qualified school leavers and are geared 
towards those young people with poor social skills, learning difficulties, 
behavioural problems or special needs, thus necessitating a more sheltered, 
supportive environment. Recruitment to premium schemes requires the 
Careers Service to endorse their client and includes schemes such as 
Springboard and Cl (Community Industry). The old joke, that the 'Cl' initials 
really mean "Criminals and Idiots", illustrates the negative perceptions of the 
'types' of young people attending this scheme.
As the label implies, negative' YT refers to those premium schemes which, 
because of their low status and poor reputation, have become stigmatised by
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careers staff and their clients. This includes the Training Workshops (also 
more commonly referred to as the 'Nut Hut', 'The Fun Factory' and the 
'Monkey House'), and Community Project Agencies (CPA's). By contrast, 
'mainstream' or basic schemes are the more favoured and employer-led type 
schemes which offer better training and work placement opportunities for 
their trainees.
In the present research, as much as seven times the amount of young people 
entered support schemes in the disadvantaged area (Area 2), compared to 
those in the better labour market (Area 1). Young people in Area 2 were also 
over three times more likely to enter negative schemes and over four times 
more likely to be endorsed within youth training. In addition, more 4th year 
pupils entered premium (support and negative) schemes and were endorsed 
within youth training, particularly in the disadvantaged area. Without 
question, opportunity structures have a major impact on the availability of 
premium and basic YT provision within the two labour markets. 
Consequently, it was those minimum-age school leavers from the 
disadvantaged area who entered the worst premium schemes. Area 
characteristics were therefore important to differential access to youth 
training and clearly favoured young people in the better labour market.
However, when considering young people's entry into support and negative 
YT among those with and without health problems, in contrast to findings 
for YT in general, no significant differences were found, though as expected, 
the percentages overall were much lower in the better labour market (Area 
1). Young people with health problems were not therefore over-represented 
within premium schemes, particularly in the disadvantaged area which had 
the greater number; a pattern which might have been evident if negative 
health selection was taking place. Subsequent analysis of interviews (ch.9) 
reveal how careers staff attempted to 'protect' young people with health 
problems from entering schemes like Community Industry because of the 
negative 'types' working there, even though few alternatives were available. 
Thus, despite careers staff having to contend with inadequate youth training
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provision in the disadvantaged area, again the proactive role is evident for 
those with health problems.
Transitional research has suggested that non-academic youth who remain in 
school longer 'collect' more negative attributes (Furlong and Raffe 1989). The 
reasons why young people remain in school vary; some do so because of a 
lack of jobs in their locality, others as a means of avoiding YT, or if they are 
undecided about their career options. Alternatively, some 'conscripts' have 
to remain in school until 5th year because of changes affecting school entry 
(Furlong 1992). During the interviews, careers staff stressed the potential 
disadvantages, particularly among non-academic youth, of remaining in 
school and later discovering that employment or training opportunities were 
limited or closed off to them.
Given these observations, the question of whether non-health attributes 
varied by destinations and year of leaving school was obviously important, 
as was the question as to whether more attention was paid to (negative and 
positive) attributes in the disadvantaged area (Area 2). Findings showed that 
in both areas more of those with negative attributes entered YT. As the 
transitional literature suggests, this could be explained by non-academic 
pupils who remain in school longer accumulating more negative attributes.
If we allow for this by considering 4th year leavers only, in the better labour 
market area (Area 1) more 4th year leavers without negative attributes were 
unemployed compared to those with. By contrast, in the disadvantaged area 
(Area 2), a reverse patten was found: more 4th years with negative attributes 
were unemployed. As these findings relate to minimum-age school leavers, 
their unemployment cannot be attributable to them remaining in school, 
'collecting' negative attributes and then being cut off from certain labour 
market segments. It seems more likely that due to limited training and 
employment opportunities in the disadvantaged area, greater attention is 
given to negative attributes and consequently, these young people were not 
selected for available vacancies.
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It has been argued that those possessing certain characteristics (including 
lack of educational achievement and disadvantaged family background) only 
become more vulnerable to unemployment under specific economic 
circumstances (Raffe 1988). In the present research a similar pattern was 
found; in the disadvantaged area (Area 2), more 4th year leavers with a 
combination of negative characteristics were unemployed. The hypothesis 
that more attention is given to negative characteristics in the disadvantaged 
area is therefore confirmed and is a central finding of the research.
Interestingly, analysis of positive attributes showed that compared to other 
destinations, more young people in both areas with positive attributes 
(including positive; behaviour, academic ability, attendance, appearance, 
careers interview, and speech) also entered YT. Given that previous analysis 
showed that more of those with negative attributes entered YT, these 
findings appear contradictory. However, the paradox may be explained by 
the fact that there is simply more reference to any type of information for 
young people entering YT compared to elsewhere. Moreover, because of the 
waiting lists to enter YT schemes in Area 2, even young people with positive 
attributes have few alternatives other than premium schemes such as 
Community Industry and the Training Workshops.
Further analysis on positive attributes also showed that compared to their 
counterparts in the better labour market area, in the disadvantaged area 
(Area 2) a striking relationship was found among all year-groups in which 
those without positive attributes were unemployed. Again, these findings 
suggest that in Area 2, it is those with the most favourable characteristics 
who are more likely to be selected for available vacancies. Given that 
findings are controlled for year-groups, this unemployment is not 
attributable to some young people remaining in school, 'collecting' more 
negative attributes and finding certain jobs closed off to them.
A final question considered whether those entering further and higher 
education had more positive attributes compared to other destinations.
......................................................................... .......
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Surprisingly, no such pattern was found in Area 1. However, this probably 
relates to the way the recording of information in Careers Service units is 
much more of a priority for young people entering youth training and 
employment in a prosperous area, and less so for those entering college or 
university. This was confirmed by fieldwork analysis of Careers Service 
units and from careers staff themselves during the interviews.
Research into the 'types' of young people entering YT suggest it is the most 
disadvantaged youth who are likely to enter premium schemes in areas of 
high unemployment (Roberts 1986; Roberts and Parsell 1989a; Lee et al 1990; 
Peck 1990a/b). The present analysis has shown how more 4th year leavers in 
the disadvantaged area (Area 2) entered (support and negative) premium 
schemes, and that greater attention is paid to negative attributes in this 
locality. Support YT schemes are generally geared towards young people 
with special training needs. In the present research, more of those with 
negative attributes including negative academic ability, negative attendance 
and negative background circumstances, were in support YT compared to 
other YT schemes. However, evidence also suggested young people in 
support schemes were of a certain 'type', with more being recorded as having 
negative appearance, behaviour and speech. By contrast, comparable 
analysis in the better labour market area (Area 1) found only minor 
differences among those in support and other YT schemes, with all 
percentages much reduced. Careers Service documents also revealed how a 
young person's suitability for various youth training schemes was related to 
certain attributes like physique and appearance recorded on the Aide 
Mémoire (CS2).
In order to illuminate the quantitative dimensions of Careers Service work, 
the qualitative component of this project enabled an examination of the 
interplay between opportunity structures and careers officers' working 
procedures and decision making regarding placement. A first question 
related to careers staffs' views of changes which have taken place in the 
labour market and within Careers Service policy which affected their work 
with young people (ch.7). This was important because it underlined a
"I;
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number of ways in which the Careers Service have been beset with 
increasing pressures whilst attempting to fulfil their duties to their client 
group, particularly in the disadvantaged labour market (Area 2).
Complementing the quantitative analysis, careers staff in Area 2 highlighted 
how there was even a waiting list for young people to enter premium 
schemes such as Community Industry, Consequences of higher 
unemployment were that increasing numbers of young people in the 
disadvantaged area were claiming Hardship Allowance. That occupational 
entry was assessed in terms of opportunities available to young people in the 
labour market, rather than in reflecting their occupational aspirations, could 
be seen in the way career recommendations had to be more wide-ranging, 
particularly in the disadvantaged area. Although careers staff pointed out 
that young people's decision making and career choice was very important 
during the VGl, if they were too 'job specific' they would restrict their chance 
of entering the labour market. Other pressures on careers staff included a 
growing number of adults contacting the Careers Service, particularly in the 
worse labour market. Against this background, there was an increased 
emphasis on careers staff being more 'accountable' to the Education 
Department. In attempting to balance Regional and Central Government 
policy and in trying to service the needs of young people, adults, 
educationalists and employers, careers staff were being pulled in many 
directions at once.
In addition, the growing involvement of EEC's within careers guidance, the 
introduction of Action plans and cut-backs in funding for youth training 
were criticised by careers staff as doing little to help young people find jobs. 
However, in spite of these changes, and the fact that careers staff felt their 
status within the Education Department was being eroded, they continued to 
put forward a proactive perspective in terms of meeting client need.
In line with the 'client centred' perspective of the Careers Service identified 
previously, when interviewed, all emphasised the proactive aspect of their 
working relationship with young people. Careers officers also highlighted
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how minimum-age school leavers entering youth training or employment 
were prioritised by careers staff; all 4th year leavers received a Vocational 
Guidance Interview, whereas 5th and 6th year pupils had to request one. 
Those young people who had decided on a career in higher education were 
less likely to request a careers interview, an observation confirmed by 
analysis of Careers Service units. An implication is that any labelling and 
health selection processes occurring within the Careers Service arena are 
more likely among the former.
Labelling and health selection depend on information. It has already been 
shown that more information about health and other attributes is recorded 
on the School Careers Service Report (CS4) than on the Aide Mémoire (CS2), 
which suggests careers officers are very dependent on guidance staff for a 
range of information about their client. A central question addressed in 
interviews with careers officers related to their perceptions of working 
relationships with guidance staff in schools and how useful they considered 
information on the CS4. Overall, careers officers responded positively to 
guidance staff and stressed the importance of receiving information prior to 
the Vocational Guidance interview that they could not have knowledge 
about themselves (this included young people's behaviour, timekeeping and 
attendance etc).
However, some anxiety was expressed in the way situational and subjective 
information was recorded by guidance staff on the CS4. Corresponding to 
research within educational sociology which highlighted teachers' reactions 
to pupils' appearance and home circumstances (eg Rist 1970; Hargreaves et al 
1975; Halsey et al 1980), some careers officers thought negative information 
relating to young people’s personal appearance highlighted a middle class 
bias among guidance staff, indicating a lack of understanding of those from 
disadvantaged backgrounds.
Other careers officers chose not to disclose information about their client's 
negative timekeeping and attendance from the School Careers Service Report 
(CS4). The view that young people might behave more positively within a
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working environment was identified as a justification for the censoring and 
non recording of this information on the Aide Mémoire. Yet ironically, 
careers officers also engage in labelling but in a different manner; by their 
adhering too much to the structure of the Aide Mémoire (CS2), negative 
labels were reinforced. Employment assistants, however, routinely used 
information on the CS4 in accordance with their pre-selection role to meet 
employers' recruitment criteria.
Another question relating to de-labelling involved the informal 
communication of information from the CS4. Fieldwork analysis of Careers 
Service units revealed how guidance staff would sometimes write "see me 
later" on the CS4. When asked about this, careers officers pointed out that if 
they had built up a level of trust with guidance staff, there was a greater 
likelihood that information might be communicated verbally and not 
recorded on the School Careers Service Report. This particularly related to 
whether information was considered 'circumspect knowledge' (involving 
young people's home background and domestic circumstances, ie if 
homeless, or under social work supervision etc), and is a good example of 
guidance staff de-labelling information from the CS4. This procedure was 
accepted by some careers officers and not by others. Careers officers were 
more likely to approve if this lead to proactive measures to assist their client; 
for example when advising about benefits and giving additional support in 
placement.
Health information was subject to a different pattern of control. Given that 
the Careers Service's relationship with other gatekeepers, particularly those 
with access to health information, was vital to decision making regarding 
placement, a number of important questions related to careers staffs' 
accounts of the School Medical Service. This included their perceptions of 
the availability and content of Y9 and YIO forms from the School Medical 
Service and whether information was sufficient to allow effective decisions 
about placement.
     _ _
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Among all careers staff interviewed, the transfer of health information (Y9 
and YIO forms) from the School Medical Service was generally found 
inefficient. Paradoxically, although the intention was to protect their client, 
careers staff stressed they could not make proper decisions about placement 
based on information which, in their own words, was "worse than useless". 
Previous research has highlighted the inadequacy of the Y9 system in 
communicating health information to the Careers Service (Cherry et al 1983; 
DE 1989). Fieldwork analysis within both areas confirmed this view; very 
low numbers of Y9 and YIO forms from the School Medical Service were 
found in Careers Service units.
Interestingly, when the structure of the Y9 form (Appendix 2.6) is examined 
more closely it is an example of a situation where official information 
gatherers (the School Medical Service) suggest careers staff engage in health 
selection. This is achieved by careers staff having to exclude certain types of 
employment for young people (for example work involving heavy manual 
work or heavy lifting) as this may affect an individual's health. However, no 
health information is revealed to careers staff on the Y9 document; a 
procedure which says much about the reality of careers staff having to work 
within a context of uncertainty. Moreover, this process can be viewed as a 
formal means by which school medical officers themselves engage in de­
labelling practices by excluding health information from the Y9 form and 
instead, 're-label' it with a list of 'clues' about the types of work situations 
which may be unsafe for the young person (for example, "work involving 
heights", implying epilepsy, or "work with fumes", implying asthma etc). 
Consequently, the onus is on careers staff to interpret 'coded' information 
and make appropriate decisions about placement.
As regards the YIO form, although health information was recorded on this 
document, careers staff complained they could not interpret medical 
terminology documented by school medical officers (and this explained why 
a medical dictionary was kept in the careers office). Without question, the 
receipt and content of health information from the School Medical Service is 
and remains a source of contention among careers staff.
______________________________
2 7 7
Finally, careers staff were asked why this situation had developed as it did. 
This was important because one view highlighted by careers staff suggested 
school medical officers might be withholding health information because of a 
concern that young people would be labelled or stigmatised by the Careers 
Service. This was met with a strong defensive approach rejecting negative 
labelling among careers staff, who instead, emphasised a proactive role in 
relation to their client's health problems. There was a general feeling among 
careers staff that school medical officers did not consider communication 
with the Careers Service a priority, nor did they appreciate why relevant 
health information was so important to careers staff. In line with this, other 
careers staff suggested this situation was the result of an administrative 
problem with the School Medical Service which had never been properly 
dealt with. The Careers Service had therefore developed other mechanisms 
to gain health information, most notably from school guidance staff.
In responding to how they thought this situation might be improved, careers 
staff stressed more effective communication between the two agencies was 
essential. This included alerting school medical officers to the fact that 
inadequate health information could ultimately restrict career opportunities 
for young people. Other proposals included the Careers Service receiving Y9 
and YIO forms for all health problems and their structure being improved so 
that information was more intelligible and relevant to Careers Service 
decision making and placement. The present research supports these 
proposals, as well as the conclusion from the Standing Committee of 
Regional Careers Officers (1990:3) that in order to secure more adequate 
health information, '...firmer guide-lines are required from the Department of 
Health to the School Medical Service'.
The Employment Medical Advisory Service (EMAS) was another agency that 
the Careers Service could contact if they required advice about those with 
health problems. Careers staff were asked under what circumstances they 
would contact EMAS and how satisfied they were with reports. The majority 
of careers staff said they rarely contacted EMAS; a fact confirmed by
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fieldwork analysis in both areas which found very few EMAS letters in 
Careers Service units. As no health information was received from EMAS, if 
contacted, this agency was used more as a means of support or advice. 
Compared to the School Medical Service, more favourable assessments were 
given regarding EMAS. However, if advice was perceived by careers officers 
to be against their clients' best interests, this might not be disclosed to 
employers. Once more this highlighted a proactive (de-labelling) 
perspective.
Careers staff also thought health was more important if young people were 
entering youth training (and if available, employment), and less relevant for 
those going on to further and higher education. At this stage in the 
transitional process, this suggested health selection processes mattered less 
among academic youth heading for college and university. Quantitative 
findings supported careers staffs' accounts; compared to other destinations, 
in both areas, more with health problems (including major health problems) 
entered YT directly on leaving school. One implication for those perceived to 
be the fittest and strongest was the likelihood of them being directed towards 
unskilled labouring work, the reverse of what is usually meant by health 
selection.
How did careers staff react to uncertainty and shortage of health 
information? One strategy was to get health information from the young 
person , but there were some limits on this too. When interviewed, careers 
staff pointed out some young people never disclosed their health problem to 
the Careers Service (as they were afraid they might be discriminated in the 
labour market). This view was confirmed by quantitative analysis (ch.5); 
compared to the School Careers Service Report (CS4) and Aide Mémoire 
(CS2), young people were less likely to reveal health problems on their Pre- 
Interview form (CS18a) to career officers before their Vocational Guidance 
Interview (VGI).
The type of health problem also mattered. Careers staff pointed out how 
'epilepsy' was most subject to concealment. The analysis of Careers Service
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units again confirmed this view; exclusive reference was made on the School 
Careers Service Report (CS4) regarding 'epilepsy', with no reference being 
made solely on the Aide Mémoire (CS2). In addition, mainly minor health 
problems, for example poor eyesight' and 'allergies', were recorded by young 
people on their Pre-Interview forms. A very good example of young people 
concealing health information from careers staff could be seen in the fact that, 
although numbers were low, twice the amount of reference to 'epilepsy' and 
fives times as much to 'diabetes' was made by guidance staff on the School 
Careers Service Report (CS4) compared to that recorded by young people 
themselves on their Pre-interview form. Indeed, sometimes it was only when 
a problem arose in placement that careers staff were made aware that a 
health problem existed.
A further repercussion of working within the context of uncertainty was that 
careers staff appeared incompetent to employers, a situation which could 
have potential negative implications within the context of their pre-selection 
role. A publicity campaign which highlighted the positive role of the Careers 
Service and EMAS and potential dangers of young people concealing 
disabilities from employers has been proposed (DE 1989). This suggests 
information should to be sent out to parents and displayed in schools. 
Careers Offices, Job Centres, Unemployment Benefit Offices, Youth Centres 
and GP's waiting rooms. However, during the course of the present study, 
no such materials were in evidence. By contrast, this study has highlighted 
how some young people conceal health problems from careers staff and 
subsequently enter employment which could potentially make their health 
condition worse.
A renewed consciousness raising campaign drawing attention to these issues 
is one way forward. The implementation of a broad programme in schools 
could be adopted by careers officers and school guidance staff to raise 
questions about health, outline potential implications of concealing health 
information, and promote the proactive role of the Careers Service and 
EMAS. More effective exchange of information among school/post school 
agencies to assist young people during the transitional process is also a
  :____
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necessity. This could also involve 5th and 6th year leavers documenting 
health information on their Pre-Interview form (CSlSb); at present such 
information is only collected for 4th year leavers on the CS18a form.
How did careers officers use the health information they obtained? Views 
diverged on the significance of health to placement. One view held that if 
this didn't impact on the type of job being considered, health need not be too 
significant. Other careers officers perceived all health information as vital, 
even minor problems; a view shared by all employment assistants. As it was 
the role of the latter to pre-select young people into available vacancies, even 
trivial information was considered relevant.
A central aim of the study was to show how careers staff took action for the 
purpose of placing clients with health problems into available vacancies, 
even within the disadvantaged labour market (Area 2). When interviewed, 
all careers staff stressed that essentially they were in the business of helping 
young people with health problems and expressed ways in which they 
would 'sell* their client to employers. On an individual level, analysis of 
careers officers' decision making and placement for those with health 
problems from information recorded in the Aide Mémoire (CS2) fully 
supported this proactive perspective.
The emphasis on young people gaining vocational qualifications could be 
seen in the criterion for YT endorsement (where trainees receive additional 
support within youth training). Careers staff highlighted how learning 
potential and ability to reach NVQ (National Vocational Qualification) 
requirements were more important issues than health, even serious health 
problems. Quantitative analysis supported these findings; in both areas 
among those endorsed within their YT scheme, no difference was found 
between those with and without health problems.
Without question, opportunity structures played a vital part in determining 
young people's routes in the labour market. Because of a lack of employment
 : _
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opportunity, the majority of young people entered youth training, 
particularly in the disadvantaged area (Area 2). However, confirming 
careers staffs' proactive accounts for those with health problems, in both 
areas, a greater proportion of young people with health problems (including 
those with major health problems) entered YT (though not negative or 
support premium schemes) and fewer were unemployed, particularly in 
Area 2; suggesting processes of positive health selection took place.
However, corresponding with previous research which showed 
discrimination in the labour market among disabled youth (DE 1990c), 
careers officers in the present study were very critical of employers who held 
negative and discriminatory attitudes towards their clients with health 
problems. In the disadvantaged area, a careers officer related how difficult it 
was to get a young person with hearing problems into a good (basic grade) 
mainstream YT scheme or employment. Even young people with no health 
problems were on a waiting list to enter premium schemes like Springboard 
and Community Industry, and managing agents did not want the 'hassle' of 
recruiting, in this instance, a deaf trainee. In addition, because of the 
negative reputation and 'types' of trainees attending premium schemes, 
careers officers often refused to send their clients with health problems (or 
those perceived as 'young for their age', quiet or withdrawn) to such 
schemes.
This suggests young people with health problems were not concentrated in 
the worst premium schemes and that negative health selection did not take 
place. Instead, by adopting a very proactive approach and expending a great 
deal of effort in emphasising the young person's positive attributes to 
employers, the careers officer secured a 'real job' for his client. This is very 
important as it highlights that careers officers are effective in placing their 
clients with health problems, even within areas of high unemployment. 
However, owing to the time taken in 'selling' these young people to 
employers (with no guarantee that placement providers will positively 
discriminate in favour of them, particularly in disadvantaged areas), careers 
officers acknowledge that positive outcomes might not always be found.
" '  _
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Finally, attention focused on the information careers officers record in the 
Aide Mémoire (CS2) or 'seven point plan'. A first question related to what 
influenced careers officers' completion of the Aide Mémoire and how this 
affected decision making in terms of placement. This was important because 
analysis of the Aide Mémoire underlined how a process of 'routine' labelling 
occurred as part of Careers Service information management, a practice with 
elements similar to an orthodox labelling paradigm. As part of their pre­
selection service, the Careers Service conformed to employers' recruitment 
criteria, particularly for entry into premium and basic youth training 
schemes. A second very important question was whether careers staff paid 
more attention to young people's other attributes in the disadvantaged 
labour market.
In responding firstly to what influenced the completion of the Aide Mémoire, 
the concepts of 'individuality' and the 'exercising of professional judgement' 
were used as justification for decision making. The implication was that no 
formal mechanism existed to monitor careers officers' recording practices 
when completing units. Hence Careers Service information management 
and labelling was often an arbitrary process.
Length of time in the Careers Service, employment status and the 
introduction of new initiatives (Action Plans) also affected information 
management. New careers officers and those who previously worked as 
employment assistants tended to record very detailed information in the 
Aide Mémoire (CS2). This was justified on the grounds of helping 
employment assistants during the pre-selection stage; the more information 
recorded, the easier it was to select according to employers' recruitment 
criteria. One implication is that those with more detailed records may 
receive priority from employment assistants when selecting for vacancies.
For example, the significance of recording information such as height and 
physique, as well as information relating to a young person's general 
presentation during the careers interview was viewed in terms of selection
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for placement. Depending on the type of employment or training available 
(ie secretarial work), careers staff pointed out how managing agents would 
outline certain attributes they were looking for in the young person (for 
example, good appearance and speech etc). Following the careers officer's 
recommendation, information recorded in the unit would then be used as a 
means of pre-selection.
In a crucial sense, the structure of the Aide Mémoire (CS2) or 'seven point 
plan' is vital to information management and labelling strategy. For sheer 
practicality, some careers officers thought this had a functional advantage in 
organising the Vocational Guidance Interview (VGI). More experienced 
careers officers thought this mattered less; what was more important was 
meeting individual need. Another important view was that too much 
attention to the Aide Memoire's structure would ultimately lead to increased 
labelling and (unintentional) discriminatory practices among careers staff. A 
good example of negative labelling was the reference to "local accent" in the 
'speech' section of the Aide Mémoire. To some careers staff, this was a 
synonym for 'working class’ and considered as potentially damaging as 
gender and racial discrimination.
Another example is young people's appearance. Unless exceptionally 
unkempt or unconventional, the majority of careers staff thought this was not 
that important. However, a great deal of attention was paid to the way 
young people presented themselves during their careers interview. The 
problematic nature of careers officers' role is further evidenced in their 
misgivings about asking young people questions from the (home) 
'circumstances' section of the Aide Mémoire. This particularly related to the 
disadvantaged area which had high levels of unemployment. Ironically, the 
actual mechanics of completing the Aide Mémoire, although reputedly 
developed to assist information management and placement, can have the 
opposite effect.
For others, the recording of negative information about their client in certain 
sections of the Aide Mémoire was morally unjustifiable. Interestingly,
- 1 -  .......
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Halmos (1970) argued that counsellors share a concern over certain aspects of 
their task, including 'the systematic compilation of dossiers in the service of 
help', and that 'personalist practice' does not always ennoble. In the present 
study, careers staff adhered to institutional pressures by completing all 
sections of the seven point plan, whilst attempting to play the role of 
advocate and protect' their client, with the result that processes of de­
labelling and re-labelling developed. For example, some careers officers 
revealed how they voluntarily chose not to complete the 'appearance' and 
'personality' sections of the Aide Mémoire, or tippexed certain information 
out if they thought this might negatively affect placement. Others 'modified' 
or censored 'suspect information' concerning a young person's behaviour, or 
chose to communicate this verbally to prevent potential stigmatisation. 
Another view was that the Aide Mémoire should be written in pencil so that, 
if necessary, changes could be made more effectively. Careers officers might 
also re-label a young persons endorsement category to give them additional 
help in their training.
The process of labelling a young person is not simple, or unproblematic. It is 
complex, involving a series of interactions, based on sets of meanings and 
moral convictions held by the careers officer, which can be modified during 
interaction with their client so that each stage in the process is negotiable. In 
reformulating traditional labelling theory, the present research has made 
some advance towards recognising more complex proactive re-labelling and 
de-labelling strategies being undertaken by mandated 'labellers' in order to 
'protect' their client and secure placement. Implications are that processes of 
'routine' labelling and potential negative selection may be somewhat reduced 
(and potentially under-estimated) at this stage in the transitional process.
De/re-labelling reveals careers officers' dissatisfaction with the present 
system on two levels: In the first place, the emphasis on young people's 
appearance, personality, and background circumstances on the Aide 
Mémoire means negative and often irrelevant data is recorded. Second, 
wider opportunity structures place greater emphasis on careers staff 
selecting 'more able' youth from this documentation. Because of the high
i
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degree of autonomy in the way career interviews are conducted, the need for 
continued updating in the theory and practice of interviewing, and regular 
training in these skills to ensure the continued provision of a professional 
service to clients is essential. Other models or theories of interviewing could 
be reviewed and the expansion of complementary activities explored (such as 
group interviews with young people), without deviating from the centrality 
of the careers interview. Written guide-lines and regular staff training on 
how to record and assess information in a way that avoids subjectivity, value 
judgements and situational bias, and which strictly adheres to relevant 
employment requirements is essential. Careers Service management should 
adopt effective methods of consultation with staff at all levels and produce 
clear guide-lines on policy which enable careers officers to use their 
discretion professionally. This means more effective procedures are 
necessary to monitor the quality of guidance interviews and assess 
performance.
Whilst responding to what influenced the completion of the unit, the practice 
of recording idiosyncratic attributes (such as 'hair colour’ and ’freckles') was 
acknowledged by careers staff, though considered irrelevant to placement. 
However, it was not uncommon to see references to such information in the 
Aide Mémoire. Again, analysis of Careers Service units shows how various 
idiosyncratic references were exclusively recorded in the Aide Mémoire 
(CS2). Interestingly, the concept of 'mental visualisation' was used as 
justification; such information was useful in identifying young people when 
they came into the careers office. Alternatively, some careers officers, though 
questioning its relevance, thought the recording of a wide range of 
information in young people's units demonstrated the effective 
accomplishment of careers officers’ tasks (ie 'once the paper work was done 
the job was done').
Careers staff also drew a distinction between information considered 
relevant for young people entering youth training and employment, 
compared to those entering further and higher education. 'Two scenarios' 
were identified; for the latter, information such as appearance, speech and
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health was considered less relevant. What mattered more was the 
curriculum studied and career choice. By contrast, for those entering youth 
training and employment, attention was given to young people's health, 
appearance and personality and whether the person was the right 'type' for 
the job. Quantitative analysis was again consistent with these accounts; in 
both areas, among those entering youth training more young people were 
recorded as having (negative and positive) attributes, particularly in the 
disadvantaged area. By contrast, in Area 1, for those entering further and 
higher education a reverse pattern was found, with noticeably fewer having 
reference to any attribute.
In the disadvantaged area (Area 2), careers officers stressed that because they 
were dealing with many non-academic youth, positive personal 
characteristics (such as positive timekeeping and attendance, positive 
attitude etc) were very important to employers during the recruitment 
process. Employment assistants in Area 2 conceded that particularly among 
non-academic youth, those with positive attributes would be selected for 
available vacancies before those without such attributes. Careers staffs' 
accounts were again supported by quantitative analysis; in the 
disadvantaged labour market, among all year-groups, strikingly more of 
those without positive attributes and more 4th year leavers with negative 
attributes were unemployed. Hence, the hypothesis that more attention was 
paid to young people's attributes in the disadvantaged labour market, and 
that it relates to outcome was confirmed.
Finally, careers staff were asked about their views on premium and basic 
youth training schemes within both areas. A vital question related to 
whether wider opportunity structures impacted on decision making and if 
selection procedures were more rigorous in the disadvantaged labour 
market. Overall, negative assessments from careers staff were made 
regarding the 'types' of young people in premium schemes. Information 
recorded in the Aide Mémoire (CS2) and evidence from quantitative analysis 
supported their accounts; in the disadvantaged area, more young people 
with negative attributes, including negative behaviour, appearance and
... ...............................................................................................................
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speech, were in support schemes such as Community Industry and 
Springboard. Careers staff also highlighted how some young people might 
not be able to cope within mainstream training. Analysis also showed how 
more of those with negative academic ability, negative attendance and 
negative (background) circumstances were in support schemes, which 
suggested a supportive environment was necessary.
Analysis of the Aide Mémoire document also showed how young people 
with and without negative attributes were in negative premium schemes 
(including the Training Workshops and Community Programmes), 
particularly in Area 2. These findings suggest that because of the limited 
youth training opportunities available in disadvantaged area, young people 
without negative attributes also entered these schemes as few other training 
alternatives are available.
This lack of (basic) mainstream YT provision in the disadvantaged area was 
emphasised by careers staff. The cumulative evidence showed strikingly 
how young people in this area were much more likely to enter support and 
negative schemes, particularly among minimum-age school leavers. By 
contrast, comparable analysis in the better labour market revealed very low 
percentages. Although questioning the quality of some premium schemes, 
careers staff in the disadvantaged area pointed out that this was often young 
people’s only opportunity of gaining a foothold in the labour market. By 
playing the advocate, careers staff attempted proactively to 'sell' young 
people to employers and encourage them to consider non-academic and 
disadvantaged youth.
Finally, consideration must be given to the aforementioned research findings 
in terms of implications for policy and theory. We have seen that careers 
officers can be effective in the role of advocate, as they are with health 
problems, but at the same time, opportunity structures can limit or frustrate 
that role, as they do in accentuating the significance of other attributes of 
young people. This study has examined the existing literature about young 
people's transitions from mainstream schools on the crucial issue of whether
___________
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it is opportunity structures or attributes of young people which dominate in 
placement outcome.
On the one hand, research into young people's transitions has highlighted 
patterns of change and continuity over the past few decades (see Furlong 
1992). In the 1960's and early 1970's the transition was a relatively smooth 
process compared to today's more extended routes into the labour market. In 
the past, non-academic youth were more likely to enter unskilled/semi­
skilled employment on leaving school. By contrast, at present the percentage 
of school leavers entering full-time employment has greatly reduced. In the 
late 1970's and 1980's there were also clear class based differences in young 
people's destinations; fewer minimum-age school leavers from lower 
working class families entered full-time work than those from other social 
classes, and more were also likely to be unemployed, on Work Experience 
and Training Schemes. In the 1990's, research has shown that young people 
continue to follow very stratified routes into the labour market and that class 
inequalities in opportunities show no decline (Furlong 1992:12)
Young people are also segmented in the labour market by age, sex, and skill 
level (Ashton and Maguire 1986) and by occupational shifts caused by the 
effects of the recession and subsequent aggregate fall in the demand for 
labour (Raffe 1984;1988). In addition, employers might prefer to hire adults 
rather than young people, or employ part-time workers as labour costs are 
lower.
On the other hand, researchers have also identified certain characteristics of 
young people associated with their successfully finding employment (Raffe 
1988; Furlong and Raffe 1989). These include level of qualifications 
(particularly 'O’ levels gained at the end of compulsory schooling), the 
curriculum studied and age (boys who left school earlier at 16 had a better 
chance of employment than those leaving at 17 or 18). Family background is 
also significant; those young people whose fathers were unemployed were 
more likely to be unemployed themselves (as were young people who had a 
previous history of unemployment). Finally, area is important; the likelihood
_ ____ ____________________________________________________________
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of unemployment varied with the all age unemployment rate in the local 
labour market.
Interestingly, researchers who examined the spatial aspects of 
unemployment (Gamer et al 1987;1988) suggested that although 
unemployment among school leavers varied in the cities being investigated, 
this variation was attributable to the characteristics of the people living in the 
areas, rather than to the distinctiveness of the area concerned. Those young 
people with the most appropriate combination of personal characteristics 
(particularly educational qualifications and father's employment status) had 
the best chance of employment.
Garner et al (1988) also questioned whether educational credentials brought 
to the labour market are themselves the outcome of a social process in which 
area composition is relevant. Later research (Garner 1989 cited in Furlong 
1992:122) suggested that neighbourhood deprivation can affect educational 
attainment among otherwise comparable young people by 2-4 'O' grades. 
Such disadvantage might negatively affect young people's educational 
attainment and subsequent employment opportunity. The social 
composition of an area containing many such families is therefore important 
to an understanding of young people's transitions. For example, the 
percentage of young people in full-time education reflects social composition; 
those young people whose parents had undertaken post-compulsory 
education and whose fathers were in non-manual jobs were more likely to 
remain in school. Areas with the highest (adult) unemployment had the 
lowest percentage of young people in full time work (Furlong and Raffe 
1989). Viewed from this perspective, area is not more than a combination of 
personal characteristics of its inhabitants.
Researchers (see Furlong 1992:136) have pointed out that areas with high 
rates of unemployment may also have a predominance of declining 
industries, as well as young people with certain social characteristics; it is 
therefore difficult to say which of these characteristics has the greatest effect 
during transitions. It has been suggested that those possessing certain
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characteristics only become vulnerable to unemployment under specific 
economic circumstances; unemployment is therefore caused ultimately by a 
lack of demand for labour rather than by inadequacies in the labour force 
(see Furlong 1992:87).
However, the fact that youth training schemes are used as screening devices 
by employers and managing agents makes it much more likely that young 
people's characteristics acquire much greater significance during selection 
processes. Young people are screened not only by their academic ability, but 
also according to whether they have the 'right attitude' or 'social polish' and 
by their appearance, personality, speech and gender (Lee et al 1990). 
Research has shown the better mode A (basic) or employer-led schemes 
select the most 'respectable' and qualified pupils. By contrast, non-academic 
and disadvantaged youth or 'dregs' end up on the worst type of premium or 
'sink' schemes mostly concentrated in areas of high unemployment (Roberts 
and Parsell 1989a).
In the present research, possible reasons for the increased significance of 
young people's attributes were considered within the context of careers staffs’ 
pre-selection role. Of vital interest was whether careers staff paid more 
attention to young people's health and negative/positive attributes within 
the disadvantaged labour market and if processes of health selection were 
evident.
In view of this, this study set out to examine the way the 'traditional' 
guidance role of the Careers Service has had to adapt to economic and 
political change taking place in the 1980's and 1990's. Of significance here is 
the impact of the 'New Right' on guidance policy which relates careers 
guidance more closely to market principles. Initiatives which directly 
influenced Careers Service working practice included the development of the 
'New Vocationalism' where education and training underpinned employer- 
led training strategy.
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As previously outlined, YTS had crucial implications for the screening and 
occupational allocation of youth; of vital importance was the way non- 
educational criteria played a more direct part in young people's transitions. 
In the present study, consideration was given to the way this function is 
particularly entrusted to careers staff, specifically in 'fitting' trainees to 
employers' recruitment requirements. In this way, the structural changes 
taking place within the labour market could have modified the 'client- 
centred' perspective of the Careers Service. Careers staffs' survival became 
dependent on their co-operation with managing agents and employers 
operating youth training schemes. These events focus attention on the role of 
the Careers Service as possible agents of 'social control'.
The new conditions which followed the changeover from YTS to YT, 
including less funding available within special needs schemes. Action 
Planning, Records of Achievements and the introduction of National 
Vocational Qualifications (NVQ's), have had further implications for Careers 
Service working procedures. Financial incentives have led to employers 
selecting only those young people able to achieve NVQ level 2 (or higher). 
Other Government initiatives have involved the implementation of a system 
of Training Credits and the contracting out of the Careers Service to either 
Local Authorities, Careers Service Partnerships or Local Employment 
Companies (EEC's). Overall, it seems that the outcome of these new 
initiatives is that selection processes within YT became more rigorous and 
inequalities among disadvantaged youth and those with special training 
needs widens. In the light of these constraints, this study set out to examine 
whether careers staffs' proactive 'client-centred' approach to guidance made 
any difference in terms of placement outcome for those with and without 
health problems, particularly in an area with limited training and 
employment opportunity.
In the present research, quantitative and qualitative analysis has shown how 
a complex of factors affect young people's transitions, but it is argued here 
that it is opportunity structures which are the driving force; not only can they 
influence when young people decide to leave school, but they also impact
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upon the routes young people follow within different labour market 
contexts, and they affect decision making among careers staff.
Within this context, nevertheless, the Careers Service's unique 'client-centred' 
role is vital. Analysis of quantitative and qualitative data shows that despite 
constraints in the labour market, the Careers Service is effective in placing 
young people with health problems into available vacancies. Findings show 
positive health selection into youth training (and not the worst types of 
premium schemes) for those with health problems (including major health 
problems) and that less of the above are unemployed, particularly in the 
disadvantaged area. In addition, potential negative selection processes based 
on other attributes were reduced as a result of covert de-labelling and re­
labelling strategies adopted by careers officers in order to 'protect' their 
client.
On a national level, the treatment of disabled people in society has received 
greater recognition and support, particularly since Government attempts to 
block the Civil Rights (Disabled Persons) Bill last year. Among the Bill's six 
provisions, detailed measures in the field of employment require that 
potential or actual employees with a disability are protected from 
discrimination and that employers should make 'reasonable 
accommodations' for disabled people in their workplace. Another provision 
is the establishment of a Disablement Commission to monitor the 
effectiveness of the new laws and assist in their enforcement. Those working 
to promote civil rights emphasised these provisions '...are a vital move 
towards changing people's discriminatory behaviour and in turn, negative 
attitudes about disabled people' (The Guardian 21/5/94).
It is important to recognise that while direct health selection in this study was 
positive, negative selection in terms of other attributes may imply an element 
of associated (indirect) health selection which is negative. Height and 
appearance, for example, are related both to health and social mobility, with 
shorter individuals experiencing downward mobility (Macintyre 1988; 
Macintyre and West 1991). Similarly, selection by reference to behaviours
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such as smoking can also have longer term implications for health (Blane et 
al 1993). As others (West 1991) have argued, future research into health 
selection requires greater attention to general attributes which may be 
indirectly associated with health than previously shown within the 
inequalities debate (Black Report 1980).
Furthermore, despite careers staffs' attempts at promoting equal opportunity, 
discriminatory practices among employers and managing agents also 
remain; they have the final say regarding which young people enter available 
vacancies. Even among those with health problems who do enter YT, 
screening devices allow scheme managers to discriminate between those 
young people who participate in work placement, and between those who 
are or are not retained by the employer after their training is completed. 
Hence, the proactive 'client-centred' orientation enacted by careers staff in 
respect of those with health problems may only be a temporary 
phenomenon, restricted to this stage in the transitional process. Careers 
officers admitted that a lot of effort was put into selling' young people with 
health problems to employers, and that other positive attributes such as 
'reliability' and 'good motivation' were played up. Other research has shown 
how young adults with disabilities are more likely to be in lower level jobs 
and among the long term unemployed (Fry 1986; Hirst 1987)
Because of the way opportunity structures differentially affect the availability 
of training and employment provision in both areas. Careers Service pre­
selection procedures based on attributes which reflect employers' 
recruitment criteria become increasingly rigorous, particularly in 
disadvantaged areas like Area 2. That greater attention is given to young 
people's general attributes in the disadvantaged area is a central finding in 
the present research. Within this context, the introduction of NVQ's 
(National Vocational Qualifications) is crucial; managing agents are 
themselves under pressure to recruit 'more able’ youth, and lose out 
financially if trainees fail to meet NVQ requirements. A consequence is that 
increased emphasis is given to young people's 'ability to achieve' during the 
labelling and selection process. Those who have most to lose are
___________
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disadvantaged youth with poor social, numeracy and literacy skills, unlikely 
to obtain NVQ level 2 (or higher). Careers staff in Area 2 pointed out that 
they were very dependent on offering employers a pre-selection service; if 
the Careers Service did not adequately meet employers' criteria, the latter 
could simply develop other recruitment strategies (ie advertise for young 
people in the local press).
Demonstrating that opportunity structures affect the salience given to young 
people's attributes has policy implications. Researchers have stressed how 
no-one can realistically expect all young people to ascend the qualification 
hierarchy, but a greater medium-term danger is of a growing underclass 
being left behind (Roberts and Chadwick 1992). Policy developments must 
therefore include employment initiatives which recruit individuals with 
targeted characteristics or strive to change those characteristics (see Garner et 
al 1988). Removing the barriers of traditional educational qualifications and 
revising the standards on which these are based is also essential, but even 
more important is the need to encourage straight-forward youth 
employment, particularly in disadvantaged areas.
Subject to that overriding priority, developing ways to assist careers staff in 
their various tasks and increase the amount of information, advice and 
guidance for school leavers is also vital. Lee et al (1987:142) argue there is 
insufficient work on the micro-sociology of inequality, particularly regarding 
'the minutiae of in-market events through which the class situation of the 
majority of individuals seeking employment is determined'. On the basis of 
findings in this study, an examination of how best to support and resource 
those agencies and individuals operating within the transitional network 
more effectively to meet client need is crucial. Other work confirms this. For 
example, research has shown how advice from the Careers Service during 
and following youth training was 'spread thinly', according to the 'need 
principle' (Roberts and Chadwick 1992). Others have pointed out how there 
is no effective mechanism for the transfer of mainstream pupils' employment 
history or medical details between the Careers Service and Job Centre 
(Doogan 1984). Among disabled youth, the supportive contact network
_______________ L___________ :______________ :_______________________________________________________________ :______________________________ ______
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breaks down when they change locality, leave school or training and 
subsequently 'disappear' from the system (May and Hughes 1985 in Ward et 
al 1990). Counselling may therefore encourage the tendency to 
'individualise' problems and this may deflect attention away from the 
deficiencies of institutional and external constraints.
Finally, the proactive role of careers staff will be much facilitated if additional 
resources are made available to provide young people with relevant skills 
that will assist their entry and continued progression within the labour 
market, particularly those most disadvantaged youth in areas of high 
unemployment. Despite proactive attempts from careers staff to encourage 
employers to recruit disadvantaged youth, there is a danger in such areas of 
more young people becoming further marginalised from mainstream society, 
which in turn has untold negative consequences for young people's future 
adult social class and potential health status.
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Please complete section B overleaf. 
Please complete section B overleaf. 
Please complete section B overleaf. 
Please complete section B overleaf.
'II
I:
!
Do you have any health problems or have you had any serious illnesses. Please give details?
CohLfrh-
Are you colour blind? f iO I■ ÿ;:,.■I;
APPENDIX 2 .2 b  c o n t
Section A
Don't know t2 T ^
After 5th/6th year what do you intend to do?
Seek Employment/Training I 1 Go to College/Uhive'rsity C  I 
Do you require further information, on any particular career(s)? Please list.
■    . i
' 'P C o r e a r  t o ( f  c o /a r s /a a c f e
You will have the opportunity to discuss your plans with a Careers Officer during your 5th year. If 
however, you require help urgently before then please tick this box.
□
Give details of the help required.
Section B
The following is a list of opportunities in Employment/Training/Further Education which may be 
available to you when you leave school.
Look carefully through the list and mark your first 3 choices in the boxes below.
Office Work (with typing)
Office Work (without typing)
Computer Work
Catering/Baking
Hairdressing
Shop
1st Choice
Nursing
Nursery Nursing 
Caring for People 
Scientific Work eg, lab. 
Factory 
Building
Engineering 
Garage 
Artistic Work 
Farming 
Gardening 
Armed Forces
2nd Choice 
3rd Choice [
If none of the above suggestions suit you then please tick one of the following.
I have no ideas at all. I I
I am Interested in something else. I I 
It i s  ........ ................ ..............
Signature.. Date . . .  ..
IN CONFIDENCE
DATA PROTECTION ACT APPEHDIX 2 .2 o
INFORMATION PROIDED BY YOU MAY BE HELD BY THE REGIONAL COUNCIL ON COMPUTER FILES.
ANY INFORMATION HELD IN THIS WAY WILL BE USED FOR THE PURPOSE OF ASSISTING THE CAREERS SERVICE TO Pl-A CLIENTS IN SUITABLE VACANCIES, TRAINING SCHEMES OR TERTIARY EDUCATION AND MONITORING THE PROGRESS 
CLIENTS WHILE THEY ARE REGISTERED WITH THE CAREERS SERVICE.
name 
Address 
Tel. No.
School
Class ff-C ' 
Date of Birth
Please list all th e  subjects you are taking this year and t i c k ( / )  the  subjects in which you hope to  sit 
'O ' grades, R.S.A., or o ther exam inations.
When do you intend to  leave school? Please tick ( / ) .
Please com plete section A overleaf.At end of 5th o r 6 th  year.
Christmas th is year
A t end of 4 th  year
Christmas next year
Uncertain
HEALTH
■;z
Please com plete section B overleaf. 
Please com plete section B overleaf. 
Please com plete section B overleaf. 
Please com plete section B overleaf.
Subject 'O' grade StandardGrade
Other
exams. Non-certif.
S o c i f l ^  s-vt>c/ï=n-orvhm^&t<L))—v -S \ y
A lZ .r '' Aivrcb
H lS - T c - f iY
S a e Æ Ê .
r W S
Do you have any health problem s or have you had any serious illnesses. Please give details?
i WAS l i t t l e  i u s e u  to  G6TjsoR€_ H -eaO s a u T  T tiey  n o u J  -
Are you  colour blind?
Section A
APPENDIX 2 . 2 c  c o n t .
A fter 5 th /S th  year w hat do you intend to  do?
Seek Em ploym ent/Training 1 I Go to  C ollege/U niversity  C  l D on 't kno 'v
Do you require fu rth e r inform ation on any particu lar career(s)? Please list.
You will have th e  op p o rtu n ity  to  discuss y o u r p lans with a Careers Officer during yo u r 6 th  year. If 
however, you require help urgently  before then  please tick this box.
O
Give details of th e  help required.
Section B
The following is a list of opportun ities  in E m ploym ent/T rain ing/Further Education which may be 
available to  you w hen you leave school.
Look carefully th rough th e  list and m ark your first 3 choices in the boxes below.
Office Work {with typing) Nursing Engineering
Office Work (w ithou t typing) Nursery Nursing Garage
C om puter Work Caring for People A rtistic Work
Catering/Baking Scientific Work eg. lab. Farming
Hairdressing Factory Gardening
Shop Building Arm ed Forces
1st Choice ARnSTiO
2nd Choice 
3rd  Choice
If none of th e  above suggestions su it you  th en  please tick  one o f the following.
1 have no ideas at all. I I
I am interested in something else. I I 
It i s   ..............................................
Signature. D ate.
‘
APPENDIX 2 . 2 d
e s . 16k(6/65;HSM CAREERS SERVICE - DIVISION
• Sth/eth YEAR PRE-INTERVIEW FORM 
' . IN CONFIDENCE
DATA PROTECTIOn ACT
iINFORMATION PROVIDED BY YOU MAY BE HELD BY THE REGIONAL COUNCIL ON COMPUTER FILES.
ANY INFORMATION HELD IN THIS WAY WILL BE USED FOR THE PURPOSE OF ASSISTING THE CAREERS SERVICE TO PLACE CUENTS li 
SUITABLE VACANCIES, TRAINING SCHEMES OR TERTIARY EDUCATION AND MONRORINQ THE PROGRESS OF CUEnTS WHILE THEY AR 
REGISTERED WITH THE CAREERS SERVICE
tifiDDS
M I^SSS
m m
School
!S!S22
What qualHlcttion do you 
•Irtady hava (GIva Gradaa) •H*
ModulaorWar’ What aub)aet«/modulaa ara you taking this yaar •O* 'H '
Modulaor
W a r ’
Which route art you considering?
Returning to school for Sth year.
Higher Education- University
College (Higher Grade Entiy) 
Further Education College CO* Grade Entry) 
Employment 
Uncertain
Leaving at Christmas 
What is your Career Aim? .. .................
Please Tick
# a aa aa aa a* a # a# # a # a# a a# a a» a aa # aa aa a# a # aa aa a# a a» » » # a aa aa # aa # aa aa aa aa aa * aa * aa aa aa a# a # # # aa # » * #
Did you have an Interview with a Careers Officer in 4th Year?
Do you now wish an interview with a Careers officer?
If no. do you wish to request careers Information: If so  please give details
Signature.
I .
APPENDIX 2 .5
EMPLOYMENT ASSISTANTS
Update Employer’s Register.
Give general advise to young people on employment rights, minimum qualifications for FE/HE 
courses and benefits etc.
Contact other agenci^ on behalf of young people (ie Social Work Department, Unemployment 
Benefit Office, Department of Social Security etc).
Make visits to young people on placement ie carry out YT reviews.
Meet school leavers at outlying schools and arrange employment interviews. 
Conduct job search (annually) by visiting/telephoning employers in area. 
Keep employers register up to date.
Assist at careers exhibitions.
Attend Senior Employment Assistants meetings (every 3 months).
Attend courses related to job.
Update record of review sheets for endorsed trainees.
Issue Bridging Allowance forms.
Register young people seeking employment.
GENERAL DUTIES OF EMPLOYMENT ASSISTANTS AND CLERICAL WORKERS 
WITHIN THE CAREERS SERVICE
I
:|
:
:V-
II
I
2 .'
Advise young people of acceptance for Bridging Allowance from Department of Social Security, 
date of expiry and procedure to remain registered after expiry date (a letter is sent on acceptance 
and mid term).
Advise young people of benefit entitlements (if any).
Compile registrations for weekly statistical sheets.
File CSl's (units) and statistical cards in appropriate sections of register.
Lapse young people who do not respond to letters (to 'holding’ register for 4 weeks and then to 
the dormant file).
Compile weekly and monthly statistical count.
Compile bi-annual statistics on school leavers initial destinations (one for Summer and one for 
Christmas leavers).
Take details of vacancies from employers/managing agents.
Send young people for interviews
Follow up on interviews: find out how young people got on, whether they were successful at 
their interview, if they want the job etc. Gather details about pay and conditions of work.
Record details from computer regarding vu-vacs vacancies.
Forward completed applications to vu-vacs.
Arrange administration of system (ie updating files if young people move from YT to 
further/higher education or found work files).
Issue application forms to young people.
Arrange appointments for Careers Officers with young people in schools (and deal with 
administration associated with this).
Arrange visits (educational/industrial/college) for Employment Adviser.
_________________________
- v ^
Type visit reports regarding above (ie what type of employment/training the company or 
industry is involved in, how many vacancies they might have etc).
Compile CSl's (units) for 54 pupils after Summer holidays and ensure S5/6 numbers are 
accurate.
File screening forms CS18a/b (Pre-Interview forms) issued to schools prior to interviews being 
arranged and file school reports (CS4's) in units.
Work with Careers Officers during training modules with YT trainees.
Order stationary and supplies
Order catering supplies (training room).
GENERAL DUTIES; CLERICAL ASSISTANTS
Receptionist - see young people as they come into office, pass on information to Careers officers, 
make appointments for young people and Careers Officers.
Answer telephone enquires for careers officers; make appointments in diary when careers 
officers are not in office.
Open, date and distribute mail.
Check electronic mail (daily).
Send out mail (daily).
Compile and issue requested careers literature to school pupils.
File and update prospectuses and careers related information.
File and update the main office filing system.
_________
Undertake photocopying and typing duties for Careers Officers/Senior Employment Assistants.
Update schools career libraries.
Update Careers Service manual.
Type information for display in schools.
Arrange booking-in system for visitors to training room.
Make appointments in diary for Careers Officers.
Reclaim money spent weekly from imprest account (account for stamps and petty cash).
Arrange cleaner’s time-sheet - weekly.
___
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AIDE MEMOIRE
D a te  of I n te rv ie w ................................................................... C a re e rs  O f f ic e r ..........................................................................
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INTERVIEW NOTES
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STRATHCLYDE REGIONAL CO U N C IL-D EPA R TM EN T OF ED U CA TIO N -CA REERS SERVICE
AIDE MEMOIRE
n a m e ......................................    D O B ...........................................  S c h o o l..................................................
D a te  o f I n te r v ie w .................................................................... C a re e rs  O ff ic e r ...................................................................
A p p e a ra n c e /P h y s iq u e /S p e e c h /H e a lth : Av*
0 V € K W g $ A H T . G r to R - t  D A R K
H rR lA . C A & U R L L y  D R E S S F b ,  
S u f  - T i o y .  û P e e t H  f a i r .
^  A /O R A IA L ,
D isposition /P ersonality ;
6tUI*T€ A A Ü I6 T  k A 6 5  W KO f tO f i iS N 't  61  
T oH A V iS A  L O T  TO & A y  P o R  r t e R S B L f
W O U LD  Ô e N e P iT  F R O M  
e N c p u R R f r e t v i g g r -
In te re s ts ; E ducation ;
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< v .
S p ec ia l A p titu d e s ; C irc u m sta n ce s :
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APPENDIX 2 .4 c
STRATHCLYDE REGIONAL COUNCIL-DEPARTMENT OF EDUCATION-CAREERS SERVICE
AIDE MEMOIRE
n a m e . ...............................................................  D O B ......................................... S choo l...............................................
Date of In te rv iew   ............    Careers O ff ice r ...............................................................
Appearance/PhYsique/Speech/Health:Av. rtsi*H f, cteHw, NftW
.  sKecM fiNC.
Disposition/Personality:PLMWAWT C«<5flWATl\fg 
ftlT iMMrt-rciWi  ^ 6 «T Ke*M.
Interests: Education:
0 R4A Vises tacKsmP AT OeNAKAL tMtLK/4cc^uisnrs FoaAi.DAfi<W «JMfeL.
f IT &AR40S/ % KiECN «M CAM F t & ACSIGK
Special Aptitudes; Circumstances;vSftNj ceLiA€tfi
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INTERVIEW NOTES
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cR A fT  fcoR peR tiM e R u f  iN re f te ^ fe b  im fRAcffoA&, 
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APPEKDIX 2 ,5
THE CAREERS SERVICE: LINKS WITH OTHER SCHOOL/POST SCHOOL GATEKEEPERS
Psychological Service
The Psychological Service is part of the educational department. Educational Psychologists 
work with young people from pre-5 to post 16 age groups who have educational, behavioural or 
emotional problems and physical, mental and sensory disabilities. Educational Psychologists 
are also responsible for opening a Record of Needs for young people. They liaise with the 
careers officer through the Future Needs Assessment (usually in special schools) and have one- 
to-one discussion with individual clients (though not all special needs pupils in mainstream 
schools have a psychologist). Overall, careers officers claimed links with the psychological 
services were good.
Social Work Department
Communication between the Careers Service and social work department vary from individual 
to individual (in particular the Social Work department have an involvement with young people 
in List D schools). Careers staff claim to have little or no background information from this 
department when placing a young person with social work involvement. Although the social 
work department has legal restrictions on the disclosure of information, their Code of 
Confidentiality of Social Work Records states that there should be close co-operation between 
local authority agencies.
Peripatetic Teachers
Peripatetic teachers provide extra support in (mainstream) primary and secondary schools for 
young people who have visual and hearing impairments or English as a second language. 
Generally, the Careers Services' links with peripatetic teachers is good. Peripatetic teachers 
receive some in-service training on the work of the Careers Service (with particular reference to 
special needs).
1
Occupational Psychologist
The Region's occupational psychologist offers a support service to careers officers. They are 
useful for a second opinion in difficult cases (ie personality/behavioural problems), and can also 
administer tests which the Careers Service does not have access to. An occupational 
psychologist can also be used a a first step prior to The Employment Rehabilitation Centre 
(ERC).
The Employment Rehabilitation Centre (ERC)
The Employment Rehabilitation Centre (ERC) provides short-assessment courses (normally for 3 
months) for adults and young people. Submission is carried out via the aforementioned ERC 
Psychologist. The Careers Service (or if dealing with adults, the Job Centre) can make referrals 
of young people to these centres.
The Disablement Resettlement Officer (DRO)
Disablement Resettlement Officers (DRO's) work from Job Centres and are responsible for 
registering people as disabled. DRO's give advice on training and special schemes which are 
specifically designed to encourage employers to recruit disabled people. (Careers officers might 
refer young people with health problems to the job centre if they need advice from the DRO). 
Also, this agency works closely with the Disablement Advisory Service (DAS).
The Disablement Advisory Service (DAS)
The disablement Advisory Service is designed to help employers to adopt and implement good 
policies and practices in the employment of disabled people. They advise on special aids to 
employment and adaptation to premises and equipment which is specifically geared to help 
disabled people in their working life. The Careers Service (and the Job Centre) can offer 
employers further information about this agency.
---------------- 4— --------------------- _ . .'.4........................._4 .• - -
Specialised Agencies
The Careers Service (particularly special needs careers officers) also has links with the 
specialised agencies such as SSMH, RNID, RNIB, epilepsy and spina bifida associations, and 
will can contact these agencies if they need further advise about their client.
    ..   ..
— AjFFSÎIDIX 2 .6
In COnFIDEnCE
Careers Service-Cerlincate of School Health Service
*BOY/GIRL
-
Surname Forenames
(
Address
Date of Birth Date of Examination School
................ - ...................................... -  -  --------------------------------------------------- -
In my opinion this pupB may not be suitable fon-
(a
13
heavy manual work or heavy Ifting work involving exposure to dust and fumes work demanding continual exposure to weather (d work at heights or near vehicles or machinery
(e) work requiring fine or accurate vision
(f) work requiring normal colour vision
(g) work with a  high dermatitis hazard
(h) work requiring normal hearing(i) work involving handling or preparation of food
In my opinion this pupil is advised to wear at work:- Spectacles Hearing aid
Other remarks:*
Name and address of famSy docton-
Signature of School Medcal Officer 
Address  ........................................
★Delete as  appropriate Y9
APPENDIX 2 .6  o o n t.
GUIDE TO COMPLETIOn OF FORM Y9
1. The* Notes give guWinoe on the medtcel criteria to be applied In completing form Y9. The 
Employment Medical Adviser will be available for consultation about any question related to the completion 
of YB.
2. The section of the Y9 dealing with work starts, "In my opinion this pupil Is NOT suitable fo r  "
This Is followed by nine items which are now considered in turn.
(11 HEA VY MANUAL WORK OR HEA VY LtFTINO
This covers a very wide range of conditions, such as poor general physique, and many dtfacts of the 
musculo-skeletal systern. This very general group, with a great variety of possible defects, and an equally 
large variety of types of work, calls in each case for the fullest exercise of judgment by the doctor, not 
only In hit assessment of the physical condition of the young person, but also In hit understanding of 
what is involved in the particular job being considered. Soma jobs obviously Involve severe exertion of 
heavy lifting, often both. In others the need for heavy lifting, which may be only occasional, can easily 
be overlooked. Thus a precision machining job may Involve the moving end positioning of very heavy 
pieces of work. Many conditions other than defects of the musculo-skeletal sy Mem have to be considered 
here. For example, disorders of heart and circulation, chronic respiratory disease, and chronic renal 
disease may, depending on their nature and severity, call for limitation of the amount of exertion 
required at work.
(2) WORK INVOL V/NG EXPOSURE TO OUST AND FUMES
This restriction is aimed at young persons who have chronic or recurrent disease of the respiratory 
system, which would make them less able than fully healthy persons to tolerate the amount of dust and 
fumes which are unfortunately inseparable from certain oocupatlons in spite of measures taken to reduce 
them. Decision is not difficult with the rnajor conditions « brorKhitis,asthma.bronchiectasis etc • but 
careful consideration should be given to the young person with a history of being "chesty" although 
examination may show nothing abnormal, th e  upper respiratory tract must also be considered; chronic 
nasal catarrh, sinusitis, chronic otitis media would also be likely to be made worse by working in dusty 
and fume-laden conditions. Other thirtgs such at chronic blepharitis or conjunctivitis must be considered.
As far as the environment at work Is concerned, it Is usually obVious when dust and fumes are present 
either all the time or from time to time, but this Is not always so. The doctor familiar with industrial 
medical problems will be aware of the considerable risk of bi’dnchospesm from sensitisation to 
concentrations of di-isocyanate vapour which may be quite unnotlcable on inspecting the place of work. 
Here even a family history of allergy should be considered before deriding whether a young person 
should be allowed to work where there Is any risk of exposure. As with air the other aspects of assessing 
whether a job Is suitable for a particular young person, only familiarity with industry and the actual 
conditions In the workshop will enable the doctor to be aware of other special hazards, present or 
hituTi, which may not be indicated at all by the name of the job.
(3) ¥ifORK tNVOL VING CONTINUAL EXPOSURE TO WEATHER
As with (1) this is a vary general restriction, and Hs application will be very much a matter for the 
individual judgment of the doctor concerned. Chronic or recurrent chest illnesses, upper respiratory tract 
Infections, running ears, conjunctivitis, "poor circulation" with a tendency to chilblains, many skin 
conditions, a past history of rheumatic fever, all these are amongst the factors that will have to be taken 
Into consideration.
(4j WORK A T HEIGHTS OR NEAR VEHICLES INACTION
This refers to young persons who are liable to sudden loss of consciousness, and therefore chiefly to 
epileptics. It Is impossible here to deal with the whole complex subject of epilepsy, with all its varieties, 
but some guidance can be given on the sort of factors to be taken into account, and the range of 
employment open to epileptics, which is far wider than generally believed even by doctors. Doctors and
I
employers heve in the pest tended to Impose far wider and more sweeping restrictions on the 
employment of epileptics than ere rveocsury. or could be Justified on any rational arguments. Thus the 
old Y9 used the phrase "Work at heights or near movirSg machinery or moving vehicles". This, as often 
Interpreted, would exclude the eplle^ics from employment in practically any factory, most of which 
contain soma kind of moving machinery. (A dornestie vacuum cleaner, refrigerator, or electric razor all 
incorporate moving machinery but hardly constitute a hazard to epileptics.)
What has to be considered in each case Is what happens during an attack, and what effect this would 
have on the individual himself, any other people, pnd on fragile and valuable objects and equipment. 
Much simple and sensible advice Intended for ernployers Is given In a small booklet called "Employing 
Someone wWh EpUcpry," produced by the Ministry of Labourimd the COI In 1967 and obtainable from 
HMSO. it Is based on praetioel experience over many years of the employment of epileptics In Industry: 
some quotations from It mil be made below.
"in many cases the manifestations of epilepsy follow a consistent pattern so that It Is possible to regard 
those who are affected as coming within one of the following groups:
(a) Those who have only a slight momentary loss of consciousness without any fall or fit.
(b) Those who have brief attacks of unconsciousness associated with convulsion but who have 
all, or almost all, their attacks at night or at about the time of getting up In the morning.
(c) Those who have long enough warning of a fit to allow them to stop work and sit or lit down 
In a suitable place.
(d) Those who have their attacks at regular Intervals which can be fairly accurately predicted.
All these, in addition to others whose fits are brought under control by treatment, could «id should be 
able to undertake suitable employ ment" The doctor rr^st first make a full assessment of the nature end 
pattern of the young person's epilepsy, getting information from the School Health Service end the OP if 
necessary, and of course also from the parents. If there have been no attacks for 2 years under regular 
medical treatment many neurologists consider the epileptic should be regarded exactly as a "normal " 
person, even to the extent that he should be etiovWd to drive a ear, If çttaOks still occur the doctor must 
decide whether the person is likely to suffer more Injury from an attàck at his pièce of work than he 
would from one at home or elsewhere; There are many jobs vidiare a fit at the place of work could not 
result in the person falling into, or coming into contact with, the machinery, even when rhaintenanoe is 
taking place. "However, a gnsat deal of experience has been gained in placing those suffering from 
epilepsy in employment, and It Is possible to mention certain types of work which have proved suitable. 
For example, they can use a wide variety of hand tools and also a number of machine tools • certain 
lathes, presses etc; they have been sucoessfulty amptoyed in spray-painting bays, in stores and 
warehouses, as shop assistants, telephonists, receptionists, shorthand-typists and on clerical duties."
Apart from work at heights and with vehicles tn action there are many other obvious hazards: 
pOMor-driven machinery where dangerous parts are exposed and accessible during maintenance, electrical 
switchgaar, furnaces, hotplates etc, tanks of water or chemical solutions, solitary situations. But "there Is 
no evidence to suggest that, where cere is taken In selecting suitable employment particuleriy for the 
epileptic who is likely to have an occasional fit at work, the frequency of accidents among employees 
suffering from epilepsy Is any greater than that occurring among the ordinary working population". But 
as already mentioned. It Is not only the epileptic vrho should be cpnsiderad. If he has attacks, he Should 
not be employed in any job where an attack might endanger others.
(5) WORK REQUIRING FINE OR ACCURA TE VISION
Obviously if a young person has a defect of vision v4tich cannot be corrected to provide normal vision he 
should not be employed on work which rnekes demands on visual acuity. Apart from refractive errors, 
defects of ocular muscle co-ordination and of the fields of vision must be considered.
n.
5.
16) WORK REQUIRING NORMAL CX>LOUR VISION
Apart from the Armed Services, the merchant navy, civil aviation, the railways etc where anyone likely 
to be required to see end act on signals by coloured light or flag has to have normal colour vision, there 
are some jobs in industry where normal colour vision is necessary. Apart from obvious ones such as 
textile dyeing, and colour illustration, there are others such as the electrical industry where colour 
coding it used to identify different circuits and a mistake could have lethal results. At the same time it is 
at true in this context as elsewhere that die doctor must have knowledge of industry, and in particular of 
the actual job or kind of work involved. Not every job In die electrical industry, ranging from making 
heavy equipment such as large motors, generators etc to the most delicate electronic components 
requires normal colour vision. The young personmust be considered for the particular work he wishes to 
take up, in consultation with the employer; d *  tsmptetion must be resisted to uke the easy way out 
and impose a "blanket" restriction such as "unfit for electrical Industry",
(7J WORK WITH A HIGH O E R M A m /S  HAZARD
This is another very general category. Dermatitis Is probably the oommonast industrial disease; the 
hazards of different jobs vary very widely. Clearly If a worker is handling, and liable to get his skin 
contaminated by, chrome and other piatilng solutions, various materials ki chemical industry, caustic 
solutions, degreasing and other solvents, cement, synthetic resins arid hardeners, cutting and other oils in 
engineering, to name only a few examples, he is more likely to get dermatitis than if his work leaves his 
hands fairly clean and dry. Where the young person has a history of eczema and dermatitis, or certain 
other skin conditions, it is advisable not to place him In work known to carry a high skin risk. Local 
knowledge of experience in the actual job concemejd will enable the doctor to assess the degree of risk. 
Here again there is a danger that the doctor will be too restrictive. Many workers, including young 
persons, who have shown themselves somewhat prone to dermatitis, have proved quite able to continue 
with the work concerned by oonscientibusly taking all the neicessary precautions. To do this may involve 
(ntelligenoa and a high degree of persistance and each young person will have to be carefully judged to 
assess whether he comes into this category.
18) WORK REQUIRING NORMAL HEARING
Normal hearing Is necessary In many occupations both to enable the job to be done, and also in the 
interests of safety. Apart from obvious cases such as piano tuning, using, testing and repairing auditory 
communications equipment such as radios and telephones, there are less obvious ones such as in 
engineering where keen hearing may be necessary to detect an abnormal sound from a piece of 
machinery such as a car engine. Normal hearing Is also necessary In any job where spoken 
communication with other workers Is needed, partlcuterly where safety may be involved. Knowledge o f  
the job itself will indicate whether normal hearing Is essential.
(9) WORK INVOL VING HANDLING OR PREPARING POOD
This Is directed to the health of the consumers of the product and not to that of the young person 
htmself. There Is detailed legislation dealing with food handling, and It might be felt that this is not the 
concern of examinations carried out under the Factories Act. This Is a wrong view, because it it dearly 
against the interests of a young person that he should be allowed to start tn work which he might have to 
abandon after being •xaminéd under the appropriate regulations. The School Medical Officar Is not 
expected to carry out bactarîolôgical and other special exarm’natlons on every child who might later wish 
to enter the food trade. But what he can and should do Is to note any condition found on ordinary 
examination, w  coming to his notice (eg a hospital report on aome gaitro-intestlnal disease) which he 
believes would make the young person unfit to Work w ^  food. Chronic pyogenic skin infection, 
particularly staphylococcal, chronic URT infection, running ears, and chronic gestro-inteitinat disease all 
come into this category. If the young person-s condition Is fdtovstd up and the Infection appears to have 
completely ceased the restriction should be reconsidered If the young person still perticularly wishes to 
enter the food trade.
HI.
i
3. Y9 hat spaces for recording the opinion that "this pupil it advised to wear at work:
12) hearing aid .'
This Is necessary because so many young persons dislike wearing either arx* might try to conceal the disability 
which makes them necessary.
APPENDIX 2 .7
MEDICAL REPORT On SCHOOL LEAVER WITH SPECIAL NEEDS ■ YIO '
TWs report should be completed for schools leavers wllh special needs only. In other cases  Forr- 
Y0 should be used.
*  DELETE AS NECESSARY
SCHOOL  ----------------------------- ----------------------------------------------------------------------------------------
SURNAME
ADDRESS
Date of Birth ------------------
Diagnosis (Main Disability first)
FORENAME(S)
G.P. NAME 
ADDRESS
Age of Onset 
SPEECH: -
Attitude to Disability:
★Intelligible
★Intelligible with difficulty 
★Unintelligible
HEARING: -, ★Normal/Partial/Dedf
Average Hearing Loss: Frequency:LR
Type of Hearing Aid 
How significant is the difference made by the hearing aid?
.125 *25 .5 1.0 1 8.0 Khz
1
Worn Regularly YES C I I 1ÎN 0 L  ~ J
VISION:
R
Visual Acuity NEAR (Slate N Number)
Unaided
Aided ■
DISTANT
Use Snellen System
Unaided
Aided
Visual Fields: ★Impaired/Not Impaired
Colour Vision: ★Impaired/Not Impaired
Registered as: ★! Blind (Date If Yes) *2. Partially sigtited - category 1 ★3, Partially sighted - category 2
CAPACITY FOR LEARNING: ★Impaired/Nol Impaired
EMOTIONAL STABILITY: ★Impated/Not Impaired
(If yes, please qualify)
BLADDER/BOWEL CONTROL: ★Impared/Not Impaired
Independence in toBeting: ★Always needs help/OccasionaHy needs help/Does not need help
WEARS APPLIANCES: Yes/No - PLEASE SPECIFY 
EPILEPSY: Seizures (State Frequency) .
Date of last seizure _________ —-------— —
Frequency - Frequent/infrequent/isolated 
HEART: Impairment or Disease ★YES/NO
LUNGS: Impairment or D isease ★YES/NO
Major
Minor
-i.
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USE OF LIMBS:
Code as:
1 No Impairment 2. Slightly Impaired 3. Substantially Impaired 4. Grossly Impaired or ebsen!
Arms Hands and Rnoers LeasR§nge of 
Movement
Muscle
Power Co-ordination
MusclePower Sensation Range of Movement MusclePower Sensation
L
USES: ★Wheelchair (Self propeHed/Beclric/Walking Stick/O ther Aid)
WEARS: ★ C aS pers/S f^ l Jacket
GENERAL EFFECT OF DISABILITY ON ABILITY TO: (Please Indicate by code numbers as abovi
Walk Stand Sit Only Hurry Balance
With Load Without Load Static In Movement
■
Kneel
Stoop or Bend Push 
and Pull
Lift 
and Carry
Climb
Occasional Prolonged Stairs Ladders
ABILITY TO TRAVEL TO WORK: ★Need for special driving assessm ent 
★Can use public transport: WITH/WITHOUT ESCORT 
★Win need special transport, SPECIFY
(Further Information on above mentioned defects, diseases, behavioural problems. Please indicate if regular treatment might be required during working hours.)
Signature of Doctor Date
Name and Address of Doctor
STATEMENT BY PARENT OR GUARDIAN
I agree that this report may be sent to  the Careers Service with copies to the Employment Medical Adviser and my General Practitioner. I understand that the report will be treated as  
confidential but that ft may be disclosed to the members of a  Disablement Advisory Committee, 
or Panel if application Is made for registration under the Disabled Persons (Employment) Acts, 1944 and 1958.
Signature of Parent/G uardian__________ :__________________________ Date
Signature a n d ---------------------------- -------------------------------------------------------
Address of Witness
FORM V ia—nOTES FOR GUIDANCE
5.
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The precise functional assessment of a handicapped school leaver depends not only on the nature and degree of the disability but also oh such factors as total personality, home background and the range of employments available. The purpose of the report form Is not to make a specific assessment of fitness or otherwise for any given employment but to Indicate to the Careers Officer thé degree and nature of func- 4lohai Irhpalrment which might affect choice of employment. Direct and full consultation between the Careers Officer and School Medical Officer Will of course be desirable or necessary In many cases—the form should enable the Careers Officer to judge when and on what points further information Is needed.
HEARING The standard of normality Is ability to hear ordinary conversation In the presence of back­ground noise corresponding to that of an average office (including outside street noises) without the use 
of a  hearing aid.
VISION Substantial defect of near vision should be noted under 'General Remarks'.
INTELLIGENCE 'Impaired* means the child has been classified as educationally subnormal even where there has been no formal ascertainment.
EMOTIONAL STABILITY 'Impaired* means the child was emotionally unstable or maladjusted on leav­ing school or that his history gives grounds to expect a period of InstSbility on leaving the school environ­ment. Marked behaviour problems should be noted under 'General Remarks'.
ARM MOVEMENT Relates to the  total range of the movement of the limb as a  whole.
M M  MUSCLE POWER Probably best assessed In terms of ability to lift and hold ordinary heavy objects v g .  suitcases or buckets of water), light objects only (e.g. books or cups) or Inability to handle light objects effectively.
HANDS AND FINGERS
COORDINATION Relates to ability to make skilled use of hands irrespective of muscle power and without regard to whether the Incoordination Is of nervous or muscular origin.
MUSCLE POWER Relates mainly to grip and ability to exert pressure on object being handled.
WALK WITH LOAD Includes ability to maintain balance of load and person.
WALK WITHOUT LOAD Such factors as pain on walking should be taken Into account.
STANDING Normality should be regarded as the ability to carry out work which involves substantial periods of standing.
SIT ONLY Relates to  sedentary occupation. Details of disability should be noted under 'General Remarks'.
BALANCE-STATIC Relates to ability to retain position In the working attitude, whether sitting, standing or bending.
BALANCE IN MOVEMENT Relates to unsteadiness or clumsiness In walking and should take account of any disability which may cause difficulties In walking over an uneven floor or along a  narrow gangway.
STOOP OR BEND OCCASIONAL Should include defects of balance which make any stooping difficult undesirable.
STOOP OR BEND PROLONGED The effects of stooping on high myopia should be considered.
PUSH AND PULL Should be considered in terms of ability to manoeuvre such mobile objects as a truck or trolley.
LIFT AND CARRY Relates to ability to lift a  moderately heavy object, such as a small packing case or suitcases, from the ground to a table or bench.
CLIMB STAIRS Normality Is ability to go up and down a  flight of 15 ordinary stairs at a  normal speedwithout using a  handrail.
FIT TO WORK If part-time indicate number of hours a  day.
FIT TO TRAVEL TO WORK If yes' Indicate whether by public transport in rush hours or whether specialtransport required.
'General Remarks' should be used to Indicate If regular or periodic medical treatment is required during working hours or If a  prolonged course of treatment involving absence from work Is planned.
* Director: Edward Miller c b e  m a  MEd MLitt
rTot
' Health and Safety Executive Scotland West Area Employment Medical Advisory Service 314 St. Vincent Street Glasgow 03  8X0
~ ]
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RegipnalCouncil
A nuclear-free zone authority 
An equal opportunities authorit 
Tel
Our ref •
Your ref
If phoning or •calling ask for
Date
L ’ J
Careers Service Enquiry
DETAILS OF YOUNG PERSOn
n am e
A dd re ss
D a te  o f  Birth
MEDICAL CONDITION
y p  had an ope.Katlon to K^patK cAuctate, tzndon tn ht6 
f e n e e  tn StpttmbzA 1990. Ht can nom malk àhoKt dtàtanctà 
and àttlt atttndà Vhy^tothtAapy.
DOCTOR
G.P.
Conéaltantà :
EMPLOYMENT UNDER CONSIDERATION
CuAAtntty atttndtnQ a latt ttmt EltctAontci coaAàt at Colltgt. 
TktAta^ttA tnttAt6ttd tn 1 . PAo^z66tonat football 
2 .  EltctAontcs 3 .  (HaAthou6t moAk 4. EngtnttAtng.
Whtn ^houZd ht bt itt to undtAtakt {all ttmt tmploymtnt?
Ÿ/9 =
I would apprec ia te  your advice on the above case.
Sianed ...s. ....
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WHEn COMPLETED THIS FORM MUST BE SEnT TO THE LOCAL CAREERS OFFICE
F2404
HEALTH AND SAFETY EXECUTIVE PepHntM
FACTORIES ACT 196V. EMPLOYMEnT MEDICAL ADVISORY SERVICE ACT 1972 
nOTICE OF TAKING INTO EMPLOYMEnT OR TRANSFERENCE OF A YOUNG PERSOn
S tction 119A of th t  Factories Act 1961 rtqutrcs an ernployer not later than seven days after taking a young person under the age of IB mto amployment to work in premises or on a process or operatioft subject to the Factories Act 1961 or transferririg a young person to such work from work not s u b le t  to that Act. to  send a written notice to  the local Careers Office.
NAME OF OCCUPIER ........ ..................................................................................................................
ADDRESS OF FACTORY OR PLACE OF WORK if f  eon ttn ictfon  kidustry  and  the young person Aas been taben into  emp/oymenf, o r tron sfom d. to  wor* on a p§rticuf§r sHê, thê  address o f  5 fT £  
ohoulo be gnren)
DATE OF TAKING INTO EMPLOYMENT/TRANSFERENCE Ide/ere m êppropfiêtê rteml
NATURE OF WORK TO BE DONE BY YOUNG PERSON......
•If temporary holiday employment 
Probable date of termination .......
Please give the following information so far as H is know n:
SURNAME OF YOUNG PERSON (eap/ta/sl ...........................
•MAIDEN NAME IF MARRIED WOMAN icoprtêft) ..............
CHRISTIAN NAME (or FORENAME) ....................................
ADDRESS ......................................................................................
DATE OF BIRTH .................................................   ♦N .I.N o.
NAME AND ADDRESS OF LAST SCHOOL ATTENDED.........................
•DATE LEFT SCHOOL .............................................................
Signature ....................................   !..................Date.
Position in firm . . ........... .................................................................
Provision of the information In hems marked * la not a atatuto<Y requirement but It win be helpful If employers wiB provide h in appropriate eases.
TSUnWOL 0a033»4 SCOM im  Tf Ce M3S/3
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8TRATHCLYDK RSGIOKAL CCXWClLlDEPARTKWn* O f EDUCATIOH 
rURTfflER SDDCATZON AMD TRAINING
«has stfy m
DIVISION DATE OF RETURN REGISTERED UNREGISTER]
ARGYLL AND BUTE JANUARY 1988 NIL NIL .
AYR NIL 54DyNBARTOK 9
(GLASGOW Ts'LANARK 10 280'REN7RZW '2 ' 57TOTAL 34 704
ARGYLL AND BUTE JULY 1988 NIL NIL
AYR NIL 68DUNBARTON 14GLASGOW 9 289LANARK 6 311RENFREW 2 57
TOTAL 31 754
ARGYLL AND BUTE JANUARY 1969 NIL NIL
AYR NIL 56DUNBARTON 8 28-GLASGOW 13 276LANARK 14 272RENFREW 3 71TOTAL 36 703
ARGYLL AND BUTE JUNE 1969 NIL NILAYR NIL 56
DUNBARTON 7 33GLASGOW 25 231LANARK 17 256
RENFREW 2 100
TOTAL 51 676
ARGYLL AND BUTE JANUARY 1990 NIL NILAYR 1 34DUNBARTON 4 30"WlSGOW ,28’ Î61LANARK 14 207
RENFREW 2 100TOTAL 49 532
GRAND TOTAL 203 3,369
RSGIST23UED -  KEGXSTSRSD DISABLED
UNREGISTERED -  COULD BE REGISTERED,BUT CHOOSING NOT TO ?LUS THOSE WITH 
MINOR PROBLEMS.
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POTENTIAL SOURCES OF DATA IN CAREERS SERVICE UNITS
Below is a list of sources of administrative data which may be found in Careers Service units (CSl's). The type and amount of information available vary according to individual requirement.
(CS4) School Careers Service Report 
(CS2) Aide Mémoire (7 point plan)
(CS18a) Young Person's Pre- Interview Form (4th Year)
(CS18) Young Person’s Pre- Interview Form (5tih/ 6th year)
(CS19) Interview Notes 
EMAS Report 
Y9/Y10Fonn
(Y20) YT STN's (Special Training Needs) Endorsement Form 
YTS Review
ERC (Employment Rehabilitation Centre) Report 
Future Needs Ass^sment Report 
(BAl) Bridging Allowance Form 
F2404 Form 
(GS25) Form
(The CS25 form requests information about young people’s destinations and is used for 
statistical purposes within the Careers Service).
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CATALOGUE FRAME UNIT NUMBER45fcA 
GENERAL INFORMATION ON SCHOOL LEAVER
MALE /
D,O.B
SUBJECT LEVEL
FEMALE
S/L DATE Al<iO SCHOOL OA  
RESULT
“ar
Ô
(*of
Ùo
O
C M »T  #  ^
Young Person’s Career Aim fKAAE/
D escrip tion  o f Training/Employment /  6^8^ WORK
Employer/Training Provider R X i.t .6  <^0Actl5uia.^ER^
DOCITMENTS AVAILABLE IN UNIT REFERENCE TO HEALTH/ ATTRIBUTE Co<H£<C)
School Careers S erv ice  Report 
(CS4) ( Year)
U»4A4.t.N( A t v A W W e O v
vftR AAiv CflWlwqWitA TtfM,» D iff ic u  W y. T N tK M  Pi
Aide Mémoire (CS2)
a .
No . fOOK é^GblOrtT 
6 m AM. LAD, IM M AruAt 4f^flAA»iCe^ TfPY.
«u»«T s a T  e ô - 0 6 f  RAT4v4ft.  w e u . w t m t t J b ,  A*/D
Pre-Interview  Form (4 ^ /* th Y r)
Nb fAù$WM5
Interview  Notes
SUBMiTTeb A T. 1.1: 8  6 4 1 6 /1 0
EMAS Report
Y9 Form
YIO Form
YT STN’ b Endorsement Form
YTS Review
EEC Report
Future Needs Assessment Report
Bridging Allowance Form
F2404 Form
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I
EXAMPLE OF QUESTIONS FROM YOUNG PERSONS OCATIONAL GUIDANCE 
INTERVIEW
'The following is an example of questions asked by a Careem Officer during the Vocational 
Guidance Interview (VGl) with a 4th year mainstream pupil.
C.O: Hello I saw you some time ago in December in class and we had a talk about career 
options. Just in case you've forgotten^  my name is   and I'm the schools careers officer.
C O: Can you tell me what standard grades you are taking this year?
C O: Anything else?
Pupil; Maths, French, History Science and Art.
C.O: How did you get on in these subjects (careers officer mentions a number of subjects being 
studied by the young person).
C O: What I would like to do today is to find out what subjects you are taking, how you got on 
in your prelims, how you like school, anything else you are interested in at school, what you do 
in your spare time, a couple of questions about your health, and what you hope to do when you
leave school. Okay?
'f
'Pupil; English and O.LS.
C.O; O.LS? Is that Office Information Studies?
Pupil; Yes.
Pupil; OK, I'm getting on alright in all of my subjects but maths is the most difficult.
C.O: What sort of level are you taking these subjects in? ?|
3Ï
■g
Pupil; General level.
C.O; How did you get on in your prelim exams?
Pupil; I passed all my subjects and got a 3 grade in English, O.T.S, French, History and Art and 
a 4 grade in Maths and Science.
C O: What subject do you enjoy doing best?
Pupil; Art.
C.O; Do you quite like for example English as a subject?
Pupil; Yes, but our English teacher was changed and the new one is a bit weird.
C O: How do you find school as a place to be?
Pupil: It depends on what kind of mood I’m in. I’m in a can’t be bothered mood right now.
C O; So you aren’t kicking the door down in the morning trying to get in then (smiles)?
Pupil; No (smiles back).
C.O: What do you do in your spare time? Are you involved in any school activities, or are you 
a member of any youth clubs etc?
Pupil; I play netball and like swimming and I used to be a Key Youth Club member.
C O; What about hobbies? What do you like to do with yourself regarding any hobbies you 
might have?
Pupil: I go skating.
C.O; Ice skating?
    _       _ . . .
Pupil; Yes, I go with my pals on a Saturday morning in the Town Centre.
CO; Anything else?
Pupil; Listen to records and like discos.
C O; What do you do at home? Do you do anything practical or related to what you might 
want to do regarding your career choice?
Pupil; I like cooking and I baby-sit quite a lot for a neighbour.
C O; What about your health? Do you wear glasses? Have you been checked for colour 
blindness? Do you have any allergies? ie asthma? epilepsy? diabetes? Or have you ever had any 
illness which has kept you off school for any amount of time? Have you ever been in hospital?
Pupil; No, apart from hayfever it's fine. I get tablets in the Summer, as cut grass affects it.
C.O; So all in all your health is pretty good. You are healthy enough then?
Pupil: Yes, it's fine.
C O: Can you tell me who else is at home apart from yourself?
Pupil; My mum and dad and big sister.
CO. Can you tell me what your dad does, what his job is?
Pupil: He is a taxi driver.
C.O: And your mum, does she work?
Pupil; Yes, she works in Superdrug,
   :
C.O: Any other brothers and sisters at home?
Pupil: Just my big sister,
C.O: What does she do?
Pupil: She works in an office for a Budding Society.
C.O: What about yourself, what do you see yourself doing when you leave school?
Pupil: I would like to be a nursery nurse, or work in an office.
C O: Have you ever had any work experience in these areas?
Pupil; I had work experience in an office at the Development Corporation.
C.O: What do you know about finding work in this area? Do you have any idea of how you 
might find out more about this type of career choice or what kind of qualifications are needed?
Pupil: I was going to apply to college for a Nursery Nursing Course.
C O: If for some reason you don't get into this type of training/employment, or you change your 
mind about this, can you think of anything else you might be interested in? We are all usually 
good at more than one thing. Is there anything else or other alternatives that interest you?
Pupil; My first choice is Nursery Nursing and if 1 can't get this then I would like to try office 
work.
C O: When have you thought about leaving school?
Pupil: I want to leave at the end of fourth year.
C O: Is there anything else you might want to ask me? Any areas we haven't covered so far?
' I  - _______
Pupil: Some information when the Nursery Nurse courses start at college.
C O: If you hold on I will give you a note of what we have talked about so far. You can come 
and speak to me whenever I'm in school or drop into the careers office, (careers officer tells the 
young person where this is located). Today you were told to come for this interview, if you do 
decide to stay on, in 5th year you have request an interview by filling out a pre-interview form. 
If I don't hear from you. I'll assume that you have enough information and that you are getting 
on alright with your studies. In the meantime, I will order the information on the career areas 
you are interested in, and will send this out to the school over the next few days. Thanks for 
coming along, and good luck in your exams.
End of interview.
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----- I
APPENDIX 2 .1 5
INTERVIEW SCHEDULE
FACE SHEET
I. D, Code
Office Code
Level of employment in Careers Office
Qualifications
Gender
Age
Biography ( ie How did you get to be a careers officer and why? How long in the careers 
service?)
If in the careers service for a number of years, any changes from when you started to the present 
day?
, , . k , 7.-'   . . . .
;ïi:
INTERVIEW WITH CAREERS OFFICERS AND EMPLOYMENT ASSISTANTS: GENERAL 
QUESTIONS FOR DISCUSSION
1. BACKGROUND TO CAREERS STAFFS' ROLE
a) Briefly, could you describe what the role of a careers officer/employment assistant 
is/should be?
Careers officer allocated to specific schools in area?
How many young people interviewed in each academic year?
How often?
At what stage in their studies?
Does this differ when young people are in 4th/5th or 6th year?
Do 4th year pupils require more career guidance than 5th/6th year? 
Where do interviews take place? (school/ careers office)
Are all young people subsequently registered at careers office?
______________
2. CAREERS OFFICERS' PERCEPTIONS OF SCHOOL GUIDANCE STAFF
a) How much contact do you have with school guidance staff? How important do you view 
this relationship?
b) How useful is the School Career Service Report (CS4) prior to the VGl as an additional 
source of infonnation?
■
-g'::'- ..................... ........................
c) What information on the CS4 is most useful to the Careers Service and is any information 
not useful?
Personality 
Ability to mix 
Behaviour 
Reliability
Verbal communication 
Time-keeping and attendance 
Health
Personal appearance and hygiene 
Academic predictions
General comments from the school guidance teacher 
Home background circumstances
d) How useful is this information in helping the Careers Service identify potential premium 
or initial training candidates?
______________________________________
f5 -
e) Are there instances where there is a delay or difficulty in obtaining the School Career 
Service Report (CS4)?
Do guidance teachers object to completing them for all yeargroups? 
Too time consuming?
If no report available would you request one ?
Reason? Young Person Absent - health/truancy?
Does standard of completion vary ?
Do you receive verbal reports?
f) Are there instances where the CS4 is not as necessary or important for some pupils 
depending on their year at school or career choice?
5th or 6th year? 
Going to university?
3. THE AIDE MEMOIRE (CS2)
a) What infonnation is most important in the Aide Mémoire when making decisions about 
placement?
Health
Appearance
Physique
Speech
Disposition
Personality
Circumstances
Education
Special aptitudes
Interests
_______________________________
b) Any information on the Aide Mémoire essential/useful/not useful?
c) Any written guide-lines for completing Aide Mémoire?
What training do careers officers receive?
Why write information about 'freckles'/ 'hair colour' etc? 
Bureaucratic procedure?
Why record information about young people's parents employment/ 
and home circumstances ?
"-S>‘ i
n
. -''g'"'g'/ ' -£■_£.£- . g - - g -
d) Thinking about non-academic youth, what infonnation is important in the Aide Mémoire?
Appearance 
Personality 
Physique 
Health 
Any other
e) To what extent does infonnation in the School Careers Service Report (CS4) and Aide 
Mémoire (CS2) affect selection processes within the Careers Service?
f) How important do careers staff view the young person's career choice when making career 
recommendations?
h) Who has access to the information contained in the unit. Aide Mémoire and School 
Careers Service Report?
 ',
4. CAREERS STAFFS' PERSPECTIVES ABOUT HEALTH
a) How important is information about health? $
Is all health information important?
Depend on career choice? (YT/employment/further/higher education)
Implications for careers staff and young people if there is no health information available?
b) Does type of health condition matter
serious/trivial health problems
__________
5. PERCEPTIONS OF THE SCHOOL MEDICAL SERVICE
a) How do you view your relationship with the School Medical Service?
What do you expect them to do?
Do they meet your expectations?
If not, why not?
How much contact with this agency?
Only contact the receipt of a Y9 or YIO form?
b) What is your opinion on the availability and content of Y9 and YIO forms from the School 
Medical Service to the Careers Service?
Very few Y9 or YIO forms available in the units 
Any info better than no information at all?
'Worse than useless ?
Potential consequences of inadequate health information?
gaa;
I I .
c) Why do you think School Medical Officers do not issue many Y9/Y10 forms to the Careers 
Service?
Confidentiality of information 
Administrative problem
Fear that young people might be discriminated against in labour market?
Time constraints or lack of resources?
Communication always been 'rather tenuous’
Lack of understanding of each others needs?
d) What do careers staff think of a situation where some school medical officers might 
suspect the Careers Service of using health information against the interests of young 
people?. What are careers staff's views on this?
e) Can you suggest ways in which the receipt and content of health information from the 
School Medical Service might be improved?
Y9 form issued for all health problems
Content of forms modified
Develop better links with School Medical Service
6. PERCEPTIONS OF THE EMPLOYMENT MEDICAL ADVISORY SERVICE (EMAS)
a) Under what circumstances do careers officers contact EMAS?
Specific health conditions? (cerebral palsy/epilepsy).
b) Are there any problems involved with contacting EMAS?
Cannot contact EMAS until young person leaves school
Problems in waiting for a report/delay of entry into work 
How is information communicated? (written/verbal report).
c) How satisfied are careers officers with reports from EMAS? Do you think this process can 
be improved in any way?
Generally satisfied?
It is an 'authoritative backing'.
What are the advantages/disadvantages?
Do careers officers perceive EMAS as helping/ not helping?
7. CAREERS SERVICE LINKS WITH OTHER AGENCIES
The Social Work Department
The Disablement Resettlement Officer (DRO)
The Disablement Advisory Service (DAS)
Peripatetic teachers
b) Any agencies I might have left out?
a) Briefly, could you tell me what links Careers Officers have with other agencies and how 
you view your relationship with them?
I
The Employment Rehabilitation Centre (ERC)
s ia
Educational Psychologist
I ■I1
The Job Centre
%
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8. CAREERS SERVICE LINKS WITH M ANAG ING  AGENTS A N D  PERCEPTIONS OF YT
a) How do you view your relationship with Managing Agents?
b) Can you briefly discuss what Careers Service working procedure is with regard to placing 
young people into YT and establishing links with employers and managing agents?
How much contact?
Under what circumstances?
Are Managing Agents agreeable to YT reviews by careers staff?
Do careers staff communicate health or attributional information to employers and managing 
agents?
c) Could employment assistants outline their pre-selection role in respect of young people's 
entry into employment and youth training
d) What are careers staffs' views regarding 'premium* and 'basic* schemes in the two areas?
Certain 'type' of young person selected for premium or basic schemes?
Young people labelled or stigmatised by being on certain schemes?
e) In general, what is your opinion of YT?
Bridge to employment
Young people have little choice (removal of benefit for 16-18 year olds). 
Good way of gaining work/training experience and qualifications 
Quality of schemes variable?
Slave labour
f) Do you ever have to submit a young person to YT perhaps not of their choice, because of a 
mismatch between what they want to do and what training is available? How do you feel 
about this?
g) Does the Careers Service have any information about what happens to young people once 
their youth training is finished?
I
16.
h) Could you briefly discuss the role of the Placement Companies with me?
Does the Careers Service have any input regarding the type of placement young people enter as 
part of their training?.
Are placement companies very selective of those sent for off the job training?
Are Managing agents under pressure to supply only the best trainees for placement?
To what extent do financial considerations affect selection processes within YT?
i> Depending on the type of youth training entered, what characteristics do you think 
managing agents look for in young people, particularly non-academic youth?
Neat and tidy appearance 
Good general health 
Strong physique 
Clear speech, articulate. 
Reliable, good time-keeping etc.
—9. LABOUR MARKET AREA AND WIDER OPPORTUNITY STRUCTURES
a) How important is area when placing young people into training or employment?
b) In what way do area and wider opportunity structures affect careers staff working 
procedure and employment recommendations?
Are young people more constrained in their career choice in certain areas?
Implications for careers staffs pre-selection role and decision making regarding placement?
1 7 .
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c) In what way does the growing involvement of LEC's, more adults contacting the Careers 
Service, and new initiatives (introduction of Action Plans and Record of Needs etc) affect 
careers staff decision making and working procedure?
1 8 .
10. SPECIAL NEEDS
Is more health/attributional information available (eg Future Needs Assessment and Record of 
Needs) for those in special schools?
Are links with other agencies better for those in special than mainstream schools?
Implications for young people with health problems in the mainstream system?
a) Filially could you briefly discuss young people with special needs with me?
How often do you receive files from young people at special schools?
:
i
;
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CODES FOR TOTAL NEGATIVE/POSITIVE ATTRIBUTES
NEGATIVE ATTRIBUTES
NEGATIVE BEHAVIOUR/PERSOnALITY
017 Young person is immature/easily led into 'scrapes’.021 Stubborn character024 Young person needs supervision027 Cheeky/gallous028 A bit of a con man029 Young person is unreliable019 Serious disposition/ sullen/dour
NEGATIVE ACADEMIC ABILITY/ATTITUDE IN SCHOOL
161 Young person is not academic 179 Young person comes across as rather dim 167 Young person is struggling with exams 160 Young person could work harder in school 190 Young person lacks motivation/gives up easily
NEGATIVE TIMEKEEPING AND ATTENDANCE
039 Variable timekeeping040 Poor timekeeping046 Poor attendance047 Very poor attendance048 Occassional truancy049 Frequent truancy
NEGATIVE APPEARANCE
130 Untidy appearance 135 Punkish appearance
136 Into black gear
137 Wearing heavy make-up
139 A bit old fashioned /  a wee tea jenny type
144 Young person looks and speaks like a boy but is a girl, hard to distinguish this
NEGATIVE CAREERS INTERVIEW
020 Unco-operative at interview
189 Young person dosen't come across well at interview
NEGATIVE SPEECH
032 Poor speech/inarticulate/mumbles /speech a bit stilted
033 Monosyallabic034 Local accent063 Speech defect (stutter)
NEGATIVE CIRCUMSTANCES
173 One parent family/parents separated/divorced
174 Family has health or domestic problems
175 Young person has social work involvement
176 Young person referred to Children's Panel
177 Young person in Children's Home/Homeless Unit 
180 No real parental interest at home
IDIOSYNCRATIC
133 Wears earings (boy/pierced ear etc).
138 Missing teeth!
140 Comments about skin tone (eg pale/ ruddy complexion/sallow skin/freckle^141 Prominent ears
142 Young person looks like TV personality (eg looks like a small Elaine C. Smith etc).
143 References to hair colour and style (eg blonde hair, permed hair, uses hair gel etc).
   . . '  ..
POSITIVE ATTRIBUTES
POSITIVE ACADEMIC ABILITY
153 Excellent student/model pupil
154 Good Further Education and College prospect 
157 Always a willing worker/dilligent in class 
166 Works to academic potential
POSITIVE BEHAVIOUR/PERSONALITY
005 Behaves well
007 Mature/sensible/responsible008 Well motivated009 Pleasant/likeable/friendly
010 Young person is very reliable011 Young person gets on well with peers
012 Young person is reliable184 Young person is generally reliable
013 Confident/outgoing character022 Biigjht/ intelligent diaracter, quick witted
POSITIVE TIMEKEEING AND ATTENDANCE
037 Excellent timekeeing038 Good timekeeping
041 Excellent attendance
042 Good attendance
POSITIVE APPEARANCE
125 Excellent appearance
192 Has pleasant, good appearance
127 Smart and tidy appearance
128 Trendy appearance/fashion conscious 
169 Has a mature appearance
POSITIVE SPEECH
030 Articulate
031 fairly fluent/fine/ok
POSITIVE CAREERS INTERVIEW
026 Comes across well at interview
POSITIVE CIRCUMSTANCES
181 supportive/stable home background/both parents long term employed
ABILITY TO MIX/ QUIET/SHY
001 Very shy/quiet002 Quiet003 Bullied by peers
006 Needs to be more forthcoming 
016 Low self esteem
,
I
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APPENDIX 2 . l6 h
CODING LIST
INFORMATION FOR CODING RECORDS; SUMMER 1990 UNIT DATA
PERSONALITY
Ab ility to m ix
001 “ very shy / very quiet/ very introverted /very timid
002- quiet /reserved/ shy /yp l admits to being shy /yp is very quiet and shy, blushes easily/ 
yp is generally a loner who tends to go around on his own /  yp keeps herself to herself /  
inhibited /  seemed ill at ease - shy? /  quite nervous /  can appear tense/ withdrawn /keeps 
himself to himself
003- yp bullied by peers
004 - yp relates well/  usually relates well
BEHAVIOUR
005 - behaves well /co-operative / attentive /  good listener /  polite /  mannerly /well 
mannered/ helpful/ honest/ contributes well in class discussions/ responsible
183 - behaviour satisfactory (new code- referred to quite often in school report)
006 - yp needs to be more forthcoming fat careers interview and in class) yp is reserved /  yp 
person needs to project herself more/ yp could be a bit more forward in & out of class/ yp is 
very reticent/ yp was not very enthusiastic for a careers interview - was referred by the PGT for 
interview/ yp will need to develop the outgoing side of her personality for hairdressing tho' this
yp young person /co = careers officer
might come naturally out of school atmosphere/quite hard to get anything from young person - 
shy
007 - mature /  mature character /maturing/level headed /  sensible /  even tempered /  orderly 
mind /  good solid pupil /  forthright /  uncomplicated /  thoughtful /serious minded /  realistic/ 
stable/ yp has been a very normal, steady and pleasant pupil/ responsible/ straightforward 
lad/ forthright /  streak of common sense/ thoughtful
008 - new code yp is well motivated /  keen to do well/ positive attitude/ yp should do well
009 - pleasant /  very pleasant/ quite pleasant/ nice lass /  nice laddie /  likeable /  very likeable/ 
unassuming /  very personable /  personable cheerful /  easy going/ sense of humour /  yp 
smiles easily /  friendly open manner/ affable /  quite amenable/ charming girl
010 - yp is very reliable (new code)
011 - gets on well with peers /staff/ very popular/ popular/ should be able to work well with 
others/ small group of friends
012 - yp is reliable
184 - yp is generally reliable (new code - often mentioned in school report)
013 - confident /outgoing character /  lively character/ confident - knows own strengths and 
weaknesses /self assured /  yp has an up front character /  independent /  self-contained 
manner/ won't be sat on /  knows on mind /  charming! well travelled/quietly confident/ quite 
confident/ fairly confident/ quiet determined character/ (unit 761 - outgoing type of person - 
"changeable" /  very hard to get to know, very individual - unit 784)
14 - over confident / self assured in an aloof way /yp is over-confident and too ready with 
excuses. He is easily distracted and distracts others. Will not achieve his potential unless he gets 
down to hard work. When in a group, he dominates others, and wants his own way /  very 
independent /  very hard to get to know /very individual/ rather aloof
015 - (new code) yp is considered not the best candidate (by the C.O, and/ or school guidance teacher) for the type of work they want.
016 - low self esteem /yp lacks self confidence /possibly lacking in a little self belief /  doesn't 
always do justice to herself/ seems to be on the quiet side, slightly lacking in self confidence?
i '
/not over-confident/ yp is insecure about leaving school/ yp has never 'flowered' in school /  
lacks some confidence academically/ can be over critical of herself and others
017 - Immature /immature, a bit giggly /  immature, but not silly /  can be a bit boyish for age /  
gullible /  yp liable to be influenced by a strong temperament difficult to comment on yp - he is 
generally quiet but does very little house contact. Willing to join in any nonsense in class, but 
not an instigator/ serious mature appearance conceals a fair degree of immaturity - yp will do 
"silly things" - fairly easily led / yp can be easily led. He can dig in at times and then be reduced 
to tears/ a bit immature/ rather immature/ easily led into scrapes/ a little immature 
intellectually, could do with organising herself a bit better/ yp has not fully taken on self- 
responsibility
018 - casual approach/seems to lack much sense of urgency /  rather laid back at interview /  
very laid back /  a bit lacitum but answered well enough/ lethargic/ a bit lethargic /  not much 
fired by ambition /  easy going/ very relaxed /lacks sparkle/ yp has lazy spells/ casual manner, 
rather offhand/ a little droll
179 - (new code) yp comes across as rather dim /a very slow lad for which thinking seems to be painful
019 - serious disposition /yp had quite serious disposition /  quite solemn /very sombre/ 
serious, a bit gruff /  serious disposition, sullen /  a bit dour initially /  serious faced /  fairly 
serious, "flat demeanour" /  very dour looking - quiet to the point of being a bit sullen /  sullen, seemed a bit wary, not co-operative)
020 - unco-operative at interview/ yp unco-operative at interview/ attitude a bit huffy /  a bit 
sulky/ surly initially /  not over talkative /  non-communicative /  yp has a cynical attitude 
developed through older sibling but not really true nature. This makes relationships difficult for him /  Articulate, cocky, querulous very defensive 'why should I tell you about my parents 
occupations' etc. Unsatisfactory interview - terminated the interview early due to yp's attitude/ 
yp requested interview because his housemaster said he should! Really not interested /  not over 
cooperative yp not keen on having an interview latterly as he was returning to 6th year- spent 40 
mins going over all possibilities, after which he just shrugged his shoulders as to the interviews usefulness!.
026 - (new code) - comes across well at interview /co-operative at interview/ presentable/ yp 
makes a good impression in interview/ yp presents his /herself well/ yp is a very good 
listener/ yp interviews well
155 - (new code) - comes across reasonably well at interview/  ok, quite pleasant/ disposition/ 
personality - ok/ reasonable
Î î l
189 - (new code) - yp doesn’t come across well at interview/ yp doesn't present too confidently 
not is orally fluent - shy/ yp has relevant group of subjects but doesn’t come across well at 
interview and doubt craft entry (unit number 376) yp is quite co-operative but doesn’t interview 
too well.
021 - stubborn character /  yp was pretty stubborn, had set ideas /yp has a determined 
character/ confident, if a little stubborn'.
022 - bright /  intelligent character/ quick witted /  bright eyed and bushy tailed /  perky /  bubbly 
/  boisterous and cheerful
023 - scatter-brained can be a bit scatty /  a little dizzy)
024 - needs supervision/  disruptive /  erratic /has had frequent clashes with authority /  carries 
a yellow behaviour card for close monitoring /  yp is intelligent and no trouble in his academic 
classes tho' can be disruptive and uncooperative in House contact with his pals /  yp not 
reaching his potential, behaviour often loud, aggressive and ill-mannered/ yp has strong 
personality but very serious behavioural problems. Despite many corrective measures still 
truants. He has been one of the most disruptive pupils in my care (School Guidance Teacher)/ 
yp's behaviour is often arrogant and untruthful - he gets on alright with peers but he has had 
many a brush with authority. Can be cheeky and uncooperative esp when told off - can be 
violent when riled /  yp was suspended from school for a period/ yp is friendly with a dubious 
group.
025 - extrovert / extrovert - popular, leadership qualities extrovert, very likeable/ yp is normally 
an extrovert, quiet the last few months /  a real extrovert, enjoys being involved/ extrovert, 
enjoys socialising yp is very exuberant, sometimes too much in class situations /  hyperactive /  
very lively, almost hyperactive /  a bit of a live w ire/ yp is unpleasantly extrovert and loud
026 - (new code) comes across well at interview /  co-operative at interview/ yp presents himself 
/  herself well/ yp is presentable/ yp makes a good impression in the interview
027 - cheeky - gallons /  can be insolent and cheeky in a group, no problems on his own /  chatty, 
but this could easily turn to cheek /  co-operative to the point of rudeness, bumptious, came to the interview under sufferance /yp a bit defiant in S3 & S4, now maturing /  very glib manner, 
rather off hand /  a little rough around the edges/ brash manner (^nical attitude
028 - a bit of a con man - can very often feel yp can't be trusted /  a dodgy character in some 
respects - can be charming when he wants/ always ready with an excuse/ very plausible yp 
who promises the earth and never delivers
029 - yp is unreliable /  yp tends to be unreliable/ can be unreliable
VERBAL COMMUNICATION
030 - articulate /  fluent /clear speech /polite speech /  well spoken
031 - fairly fluent/  speech fine /  OK /  reasonable)
032 - poor speech /has difficulty /  speech unclear /  inarticulate /  yp does not present too
confidently or is orally fluent /not too articulate /  speech a little hesitant /speech a bit stilted /
mumbles /  yp speaks Urdu » has difficulty with the spoken word)
033 - mpoQsyllabic
034 - local dialect /  broad speech /  Liverpool accent)
035 - talkative/ a "blether"/ chirpy /  chatty /  vocal
036 - soft spoken /  quiet spoken
063 (new code) - speech defect (stutter)
TIMEKEEPING
037 - excellent (very good)
038 - good
039 - variable
040 - poor
ATTENDANCE
041 - excellent /  very good)
042 - good
043 - variable (good till last term /  many short absences/ average
044 - frequent absences due to illness
045 - absences condoned by parent
046 - pûQLattendânsê
047 - very poor attendance /not likely to do well in any exam due to high absence rate /  
atrocious attendance - no possibility of success anywhere
6 .
048 - occasional truancy
049 - frequent truancy
106 - some absences due to illness /quite often mentioned in school report
HMLIH (CODE 050-124)
050 - very healthy looking
051 - good general health/fit and healthy /  fit/ keeps well /  (NHP) No health problems /  
(NKHP) No known health problems /(NAHP) No apparent health problems /normal health /  
health OK/ (NMP) No major problems.
052 - never looks particularly healthy /  health poor (no specific reason given).
EYESIGHT
053 - poor eyesight / slight eyesight difficulty - no mention re condition/ yp is supposed to wear 
glasses/ needs glasses
054 - wears glasses / specs for reading /  tv /wears contact lenses)
055 - squint
056 - long sighted
057 -^hsrt.sighted
058 - colour blindness /possible colour defect/ slightly colour blind/ partial
059 - slight lazy
060 - weak right eye (left eye)
061 - dyslexic/ word blind
062 - double vision in right eye (left eye)
CHEST COMPLAINTS
064 - asthma/- asthma - quite serious at times /asthma - brought on by lying down /  yp missed 
a lot of time last year due to genuine illness, which may have contributed to his unexpectedly 
poorer showing in exams - asthma since 2 years old /  yp suffers from asthma and uses intal and 
ventolin inhalers/ yp has slight asthma
065 - bronchitis yp has slight bronchitis.
ALLERGIES AND SKIN COMPLAINTS
066 - allergies /- allergic to oranges /  allergic to dust, pollen etc /allergic to cats, dogs /  allergic 
to penicillin - causes tissues to swell /  allergic to metal but controlled by medication /  allergic to milk
067 - bayfever
068 - skin complaint /yp hands came out in rash - working at hairdressers /  skin complaint - has to avoid sun
069 - eczema some eczema on face /eczema on hands - grease and detergents a problem /  slight 
eczema)
070 - psoriasis / psoriasis on hands, legs, feet (cleared up now)/ psoriasis - on hands and 
stomach
071 - acne/  on face /  acne, especially on forehead/ yp has poor complexion
OTHER HEALTH PROBLEMS
072 - rare blood type
f r  - .If
073 - Osgood shlatters disease (of the knee)
074 - anaemia /yp has dizzy spells
075 - dk M eg
076 - epilepsy
077 - grumbling appendix
078 - aspetic athritis
079 - heart trouble /  hole in heart healed up when 12 years old - scar remains /  yp has heart 
murmur /  yp had heart value replacement
080 - haemophilia
081 - yp had kidney removed
082 - yp had physiotherapy - regularly attends Hospital
083 - yp gets headaches
084 - migrame
085 - yp suffers from nose bleeds
086 - kneef mbkms
087 - (chronical ?) sinusitis - sometimes causes headaches
088 - always getting colds/ chest infections
089 - minor chest complaints
1
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090 - weight problem - /was self-conscious of weight in past - attendance very poor, frequent 
truancy/ * have code for weight in physique section - numbers 148 -152, this code refers to yp 
perceiving their weight as being a problem.
091-haek^mizkm
092 - viral infection /yp had viral infection for 1 month. - in hospital, now improving
093 - damaged finger on hand /tendon in right finger snapped had operation, becomes painful 
after a lot of typing.
094 - meningitis /yp had meningitis when 2 years old
095 - hernia /yp thinks she has a "hienus hemior" but doesn't think it is serious
096 - hearing problems /  poor hearing /  yp has had many ear operations /yp in hospital last year for operation on ear /yp is partially deaf and overcomes this with hearing aid and lip 
reading /I have "sore ears"- Pre-interview form completed by young pei;son. /health - ears - had 
problems but has been given the "all clear"/ slight hearing impairment - no real problem
097 - yp has had stitches in his lip - been in fight
098 - yp fixpec.tmg a .baby
099 - glandular fever
100 - Gfirmamneasles
101 - cerfibi’al palsy 
102-scarlet fever
103 - spinal problem - yp had congenital spinal problem has had 2 operations on spine
104 - tonsils out
 .
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105 - mouth ulcers/ teeth problems
106 - some absences due to illness (no mention of condition)
108 - yp's hair all fe]J out /mum paints black stuff on hair to make it look as if she has hair - had 
considered moving away from home because of her hair,
109 - period probkmg
110 - period bowel syndrome - serious nervous disorder
112 - yp in hospital to have lump removed from breast
113 - brittle bones
114 - stomach.ga.stricj?rpbk.ms
115 - yp has weak left arm from breakage
116 - yp seems to be accident prone - always off because of mishaps at school.
117- Crohn's disease
118 - broke jaw last year accidentally with golf club - says still a bit dodgy
19 - yp was severely_injured car crash - made excellent recovery tho' more able academically before the accident (no mention regarding particular health condition)
120 - yp has club feet - yp has had many operations on her feet/ yp has slight limp due to club foot
121 - Weak knees - no prolonged standing
122 - yp takes a pain in her side which causes her to be off school for weeks
123 - yp has claustrophobia - small rooms, lots of people
124 - yp has phobia about school
191 (new code) yp has ihwmafeTh
PERSONAL APPEARANCE AND HYGIENE (CODE 125 -152)
125 - excellent /  excellent appearance and confident manner to match /  excellent (apart from 
jeans!) /  immaculate /  always perfection /  very good /  first class /  high standard of personal hygiene /  very well cared for /  very attractive /extremely attractive /  very pretty girl - pré­
raphaélite looks /  very good appearance /  very smart and tidy/ sophisticated appearance/ 
attractive appearance/ pereonal appearance and hygiene very good/(unit 723 - personal 
appearance and hygiene very good, unsophisticated appearance, very well presented/ very 
presentable
126 (new code) - casual dress /  sometimes a little casual/ clean but casual/ dressed casually in a tracksuit/
192 (new code) good appearance/ pleasant appearance (sometimes mentioned in aide mémoire 
by careers officer) ie might say good appearance and smart and tidy appearance
127 - smart and tidy appearance /w ears school uniform /  always in school uniform /  smart and 
tidy, wears school tie/ well groomed /tidy appearance /  well turned out /  smart and clean /  
good /  no problems /  personal appearance and hygiene - ok on both counts/ clean and 
presentable/ well turned out, conscious that good appearance is important/ appearance fine
128 - trendy appearance / fashion conscious /  modem style leather jacket - girl)
129 - reasonable appearance OK /  acceptable /  usually satisfactory /  generally alright /  
reasonably smart and dean  /  usually smart and tidy /  usually clean /  wears school uniform, 
usually tidy /  hygiene ok, not very smaxt /  fine/ a bit tousy/ presentable/ quite tidy
1 2 .
130 " untidy appearance /  untidy but clean /  a bit untidy /  bit untidy for school norm /  rather 
untidy appearance /  could make more of appearance /  mostly untidy /  a little on the scruffy 
side /  scruffy - perhaps just needed a shave /  always untidily dressed /untidy - uncooperative 
re school dress /  can be slovenly in appearance /  appearance quite poor/ untidy and 
dishevelled /  poor appearance - untidy - clothes a bit dirty /  yp has a long history of poor 
p^sonal hygiene /
131 - yp is a 'poor wee soul'
132 - looks or appears young for age/ immature appearance/ a bit young for age /short and 
immature in appearance/ quite young manner » though not immature /  shy laddie -quite young/ yp is very young for his year group /  yp is still a bit young/ yp is a little young still/ 
boyish appearance /  still looks like a "wee boy "/looks boyish * This code refers to yp looking 
young for their his age group - not the same meaning as 017 -ie yp is immature/ or behaves 
childish/ silly
169 - (new code) yp has a mature appearance
133 - wears earrings /pierced ear 
134- Twin
135 - punkish appearance /  "slightly punk" but clean /punkish but improving! - more conscientious than appearance might suggest /  slightly punkish /punky appearance
136 - into black gear /more conscientious than appearance might suggest
137 - wearing heavy make-up /  well made up, very dramatic looking
138 - miggjng teeth!
139 - a bit old fashioned /  a wee tea jenny type
140 - comments re skin tone /sallow skin /very pale complexion/ ruddy complexion/ freckles 
141- prominent ears
• Ï
   -
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142 - yp compared to a TV personality by careers officer/yp looks like a small Elaine C. Smith /  
yp loois like Helen Landoes the comedienne
143 reference to hair colour and /  or style /blonde hair /fair hair/dark hair/ red hair/ brown 
hair/ very curly short hair, hanging over face/ short spiky hair /hair "slicked back" /  short dark 
styled hair /  wavy hair/ curly hair/ permed hair /  yp uses hair gel/long hair - boy
144 yp looks and speaks like a boy but is a girl, hard to distinguish this
HEIGHT
145 - Tall /- quite tall/ tall appearance/ tallish/ tall (5'8" - girl)
146 - Average/medium height /  Average height 5'5"
147 - Below average height /not very tall/ small /smallish /short and immature in appearance 
could be bullied in some situations/ petite /  small in height/ small appearance /very small
PHYSIQUE
148 - Heavy build /Roubust /Stout /  sturdy /  stocky build/ strong build/ well made /  roubust/ good build
149 - athletic appearance
150 - Overweight /  rather plump/ dumpy /overweight
151 - Average/medium build
152 - Slim build/slim/ slight build/ gangly - awkward /lean /wiry build
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GENERAL COMMENTS FROM SCHOOL REPORT (SCHOOL GUIDANCE TEACHERS) 
AND FROM AIDE MEMOIRE (CAREER OFFICERS).
(GENERAL) POSITIVE COMMENTS RE YP GOING ON TO HIGHER EDUCATION
153 - An excellent student/ model pupil /an outstanding pupil in every respect /  An excellent student, excellent school record throughout/ Exceptional /  very good academic pupil/well 
above average for her year - shows initiative/ outstanding prospect /  very good student/ very 
likeable, open, honest, straightforward young lad, super attitude to study and school, won top endeavour prize in S5. Top of academic ability (5 A's in Highers) /smashing young man, 
mature, well rounded personality, likeable, sensible, sense of humour. Excellent student, should continue to do well/ Quiet, thoughtful, shy at times, mature very able student, likeable, well 
motivated, very diligent. A general chat about going to university would be appreciated/ All 
marks well above average - a model pupil, should be heading for university./ A model pupil in 
all respects. Effort always to a high standard./ yp is one of our strongest students if not the strongest 5 straight A's; pleasant manner, articulate, quite confident, but not brash/ yp is 
certainly university material - one our outstanding pupils/ an excellent pupil for university.
154 - good further and higher education prospect/ good college prospect/ degree levelmaterial/ Nice laddie, polite and articulate interested in H/E /  Talented boy - Higher prospects good /  Pleasant, quiet girl, have absolutely no doubt yp would be better to go to college - 
maximise strengths, rninimise weaknesses/ yp has H's potential/ yp deserves college place/ yp 
is aiming for university, good university candidate/ no problems re university entrance/ yp should just about make university- reliable and mature, a doer.
(GENERAL) POSITIVE AND NEGATIVE COMMENTS REGARDING YOUNG PEOPLE 
FROM SCHOOL GUIDANCE TEACHER AND CAREERS OFFICER
155 - (new code) comes across reasonably well at interview
156 - A good type of boy/girl /  Sound type of chap, liked staff and peers /  character-wise, a 
likeable young man /  delightful, mannerly lad, mature and sensible./ a good type of boy who 
would give of his best/ good reliable lad who deserves success - not outstanding but a trier/ 
very able student/ good reliable girl /  good solid pupil with supportive parents/ a very 
personable lad/ very nice girl/ marvellous girl, mature/ a charming yp /  comes across as a very nice laddie
155 - (new code) yp comes across reasonably well at interview/yp presents fairly well
1 5 .
157 * always a willing worker/dilligent in class/ conscientious /works hard/ a charming girl, disciplined approach to unsupervfeed study/ Very helpful and co-operative - only pupil in class 
to attend CITB evening /  Level of application is  always high. Relates well to staff and peers 
alike/ Is conscientious and cooperative in class/ Mature, polite, well spoken, hardworking 
keeps a high standard of hygiene zmd is very presentable No problems academically, always a willing worker/ Yp is a very hard worker no problems at all with motivation/ appears the 
conscientious hardworking t)^e/ a trier/ yp shows a serious approach to his studies
166 - (new code ) yp works to academicpotential /  good academic potential
AVERAGE ACADEMIC ABILITY
158" yp is of average academic ability/bit worried about yp - aiming for degree level that may be 
beyond her but could cope with HND/ Average ability, nice lass who shows a caring, 
considerate attitude and shows a reliable, conscientious attitude to her work. Deserves success 
/Pleasasnt, steady average ability/Works to academic potential/A good reliable lad Who 
deserves success/ Yp has been a very normal, steady and pleasant pupil/ not outstanding in any 
way/ yp is expected to pass a group of 'o' levels/ yp has 'o' level potential/ commitment for degree level questioned/not brilliant, but probably get there through sheer hard work
UNREALISTIC CAREER IDEAS
159 - yp has vague or unrealistic career ideas /Nice lad but not really prepared to take advice /  
Pleasant enough but not too realistic yp needing an injection of reality - should be searching for 
employment /  yp's aspirations are too high /  yp has head in the clouds attitude re future /  
pleasant lad, but totally clueless and unrealistic re career options /  yp no ideas re what he wants 
to do spent 40 mins going over all the possibilities after which he just shrugged his shoulders as 
to the interviews usefulness!/ Art school will be out of reach, yp will need to modify his aims /  
yp could be over ambitious vague re career choice/ yp is under aiming - chosen nursing/ yp has 
mixy choices, rather vague manner
COULD WORK HARDER IN SCHOOL
160 - yp could work harder at school/  yp is clever, but does not fulfil true potential /  yp is 
somewhat "colourless" - seems to lack sparkle and would benefit from interest and 
encouragement /  yp always polite and cooperative works well in general but could push herself 
more /  yp is not enthusiastic about his studies, although he is by no means a stupid boy /  Very 
casual attitude, relationship with staff mixed, but starting to improve 4th year /  yp has never 
really applied himself / yp has a very carefree attitude to school/ yp's application has 
deteriorated/yp has ability but has not used it/yp seems to give up too easily on encountering 
difficulties/ Report indicates that yp has given up trying in school/ yP needs to commit himself 
to greater effort /  yp is not overly ambitious/yp gives little effort and often settles for 2nd best/ 
yp is in a group who do not have a positive work attitude /yp is outgoing, extrovert, not fully taken on self-responsibility, ocassional/frequent truancy, tends to be unreliable/A reasonable 
type of boy who can be led into mouthing off at times in an open situation. Lacks overall 
application in most subjects/Yp tends to have a chip in his shoulder and resents criticism however constructive. He could certainly work harder /  Capable, but often work appears untidy and dishevelled /  Attitude to class work is poor and yp is generally regarded as lazy. Out of 
class his attitude is unacceptably familiar and rude"* (separate code for rude) /  Yp is an 
underachiever - he is up very early to do a milk run (4 am)/ Yp had a milk run - gave it up, too 
tired/ Yp's results do not reflect his ability passed H history but otherwise disastrous exam results/ yp has no real commitment to school
GENERAL COMMENTS RE NON-ACADEMIC PUPILS
161 - yp_ls not academic /Not academic/not academically inclined /limited academic ability /  
not a natural academic, but tries hard /yp struggling with school work - quite conscientious 
pupil, struggling a bit with work /yp found adjustment to highers very hard /  yp is of below 
average ability /yp unlikely to gain mzmy passes in o' grades /  yp unlikely to gain many passes 
in h' grades /  yp not sitting any exams /  basically quiet but not shy, likes a sense of structure in 
his work - could work at something methodical where the outcome/expectations are clear. 
Difficult to see him being creative/ Academically poor, but always gives his best /  Quite co­operative, but not much 'fired' by ambition - shaky attendance
190 (new code) - yp lacks motivation,/  drive/ initiative/ yp is afraid to tackle problems - gives 
up easily/ if yp motivates will have many talents/ given motivation yp could reach much higher levels
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GENERAL COMMENTS REGARDING PLACEMENT PROSPECT
162 - excellent placing prospect /yp will make an excellent and reliable employee for whoever 
she works for /yp would impress a potential employer /  Quite a painstaking, assiduous pupil, 
perfect attendance so far this session/yp has potential for full range of careers/ I consider yp to 
be an excellent type of boy who will give his best in any work situation/ yp impresses at 
interview/ excellent apprenticeship prospect/ excellent craft/ technical prospect
163 - (new code) reasonable placing prospect
164 - good placing prospect /  straightforward placing prospect, soft-spoken, quiet girl, quite shy, nice pleasant and co-operative though - should be easy to place /  yp should be placed quite 
quickly - good candidate/ yp should do well/ straightforward interview/ yp should succeed/ 
good placing potential/ good employment potential yp will I believe be an enthusiastic 
employee
165 - good craft/practical prospect /good craft prospect - yp should be well suited to a craft apprenticeship in joinery, plumbing etc /  Although small, good craft prospect/yp main strength lies within practical subjects
166 - yp works to academic potential/ yp works well to academic ability - yp does not lack ability /  yp has good academic potential
167 - (new code) yp is struggling with exams ("o' levels and higher grades - not same as code 161 relating to yp people who are not academic) yp underachieved in exams/ yp could have trouble 
in exams /  yp’s "o’ levels are borderline/ yp not hopeful of higher passes/ yp failed highers/ yp returning to school to resit highers/ yp going to College for more qualifications
168 - reasonable or limited craft prospect /yp is robust tho" slightly built - submitted for garage 
work but 5'2" & under 8 stone, so chances?/ yp is a reasonable craft prospect /craft borderline for yp
169 - (new code) mature appearance
170 - good office /  secretarial/ clerical ./.administrative potential /- Tall, slim, long dark hair, very good appearance, yp is a very pleasant young lady I feel she could do well in an office job /  
good appearance, long red hair, quiet but pleasant, suitable for office work, makes a good 
impression /  yp is an excellent worker and thoroughly deserved her success in her certificate
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exams. She has a very caring approach to people. Is interested in working with children . This 
was fully reflected in her outstanding success in social & vocational studies. Her strongest 
subject is secretarial work, and I see office work as her best bet/ yp is qualified for a good office 
job/ yp (male) - job in local govt /  civil service would suit yp very well/ appearance and 
manner suited to clerical work/ yp to be recomrnended for good office junior position /yp 
choices seem suitable for career in office/ clerical work
171 - yp seems well suited to chosen career/yp is well suited to career in nursing /yp has artistic 
ability - very sensible girl with strong personality - seems very single minded in desire to teach 
drama -looks the part, definitely not wearing standard school uniform! /  School guidance teacher - A trier: Career choice fits yp's abilities I can see her behind the cashier's desk in the Halifax! /  yp very interested in being a beautician and would like a qualification in this line. She 
has always been interested in the creative side of things and this is where her talents lie/yp 
would be a perfect candidate for the police.
015 - (new code) yp is considered not the best candidate (by the careers officer) for the type of
work they want
172 - CO and /  or school guidance teacher/ parents think yp should leave school/ yp should consider leaving after S4 /  yp wants to stay on at school, but his parents don’t see any point to this as his attitude is extremely poor. Could you please explain to yp what advantages there are 
in him leaving school at the moment. If he continues in the same vein as since August, I don't 
see any point in him carrying on at school for his own good /  brash manner, wasting time at school but not without ability attitude poor, not a popular lad
185 (new code)- yp wants to leave school/  yp is not interested in school/ yp is keen to find work 
/  yp is desperate to leave school and start work /  yp is not happy at school/ yp does not see school in a positive light
INFORMATION REGARDING BACKGROUND CIRCUMSTANCES
173 - One parent family or parents separated /yp's home background was horrific - parents separated and yp now lives with dad. Real problems with certain staff in lower school. 
Unfortunately, due to lack of parental control, yp has never been given support to work at 
school. Consequently, his results, in my opinion, do not reflect his ability. Also had frequent 
absences due to illness - (no mention of condition).
Yp's parents separated 5 years ago. Now lives with mum - was badly affected by the separation 
and it still bothers him. Is inattentive in some classes but no major instances of misbehaviour.
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Yp stopped attending school at xmas - unknown to parents - poor 'o’ grades - 3 out of 7 (yp has 
H' potential) Parents split up - pressures on boy, problems of communication, yp has potential.
Yp's father divorced for second time
174 - Yp's family has health or /  domestic problems (discussed in school report and /or aide 
mémoire)
General comments on school report to careers officer: "Domestic disruption - do not reveal 
knowledge".
School report: Yp is a mature, responsible boy. His father was killed in an horrific road accident 
a few years ago, which also seriously injured an older brother. Yp has appeared to have now 
overcome this, and is making good use of study facilities. He has clear career goals and, if given the opportunity, he will do well. Personal appearance & hygiene - excellent, always smartly 
dressed. Aide Mémoire; ave/tall height, good build, good appearance (acne). Keen on banking. Yp submitted - bank /clerical work.
Yp lives with sister - father coal miner - invalided out and lives in   Yp has had very difficult
year because of health (viral infection) and family problems. Might manage a couple of highers - missed a lot of schooling through absence. Was in hospital, now improving & coping better.
Yp's parents both profoundly deaf
Yp's mum is deaf
Disappointing o'level results after a difficult year for family - father seriously ill before finally getting successful heart transplant.
Yp personal problems affected exam results - trouble in Iran - and yp's relative was executed. 
Yp did not sit any exams - gran died at time of exams and she stayed with grandfather. 
Problems at home, yp's older brother took a stroke 
Yp has no father, brother (30) has assumed responsible role
 ... . . .  .
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School report: comes from a large family but has not mixed well in school. Absences due to 
illness/frequent truancy- has been ill recently, tends to be untidy - yp's negative and often 
disruptive attitude has kept him back Could be better in a work situation. Aide Mémoire: small 
thin lad, brown hair, poor wee soul. Disposition /personality, ok - reasonable. Yp wants a trade 
- unlikely but definitely a practical job, very keen to find work.
Home problems - yp now staying with grandparents.
Home background troublesome, difficulties with stepfather.
Yp’s mother lives with boyfriend - both drink, causes instability & conflict in the house between yp, her sister and mother. Mother has thrown them out of the house - now back but unlikely for 
long.
Yp has 2 brothers who have been in a lot of trouble inside and outside of school - yp has not 
been in any trouble
175 - Social work involvement
Casual dress, average height and build neat appearance, pleasant, likeable polite and friendly - under social work supervision - domestic problems - record of theft/shop lifting 2 years ago. 
Careers choice construction/painting and decorating. Yp comes across as a keen, enthusiastic 
type - given the opportunity he could do well.
Social work contacted - social worker wants to portray yp is a good light as she thinks she is a 
"lovely girl". Report to go the children's panel for a "silly incident of no consequence".
School report: Serious problems at home. Yp lives with grandmother - senile. 260 possible/116 absences. Bit untidy at times. Yp has ability but his absences have resulted in damaging his 
chances of success. He is having to deal with a very demanding situation at home. There is 
obviously a lack of support - simply because his grandmother cannot cope. Social services are involved. Aide mémoire: Poorly dressed, social, polite lad.
176 - ,yp referrgdJQ. Chiidrgn's Panel
Difficult home background - referred to child guidance. He is unlikely to succeed in his S5 'o' 
grade courses, Yp entertains unrealistic ambitions at times. School report: Yp is sullen,
introverted, taken advantage of by others. Frequent absences due to illness (60% attendance). 
Health, wears spectacles, poor speech, migraine. Usually neat and tidy. Aide Mémoire: Very 
detailed notes - Yp expected to fail most of his exams. Has been submitted to numerous 
placements - not happy at most of them eg ARTS (Anne Rodgers Training Salon) phoned C.O. -
' I" = '  !_________________________________________   - ..........   -
yp was "totally unsuitable - he was uncommunicative and wouldn't wear his glasses - ARTS say 
he's as "blind as a bat" without them. Yp now on unemployed file.
YP referred to Children's panel in SI - one serious incident of misbehaviour in school. Outside 
school his choice of friends is poor - frequent truancy- greatly underachieves due to lack of 
interest and effort.
177 - Yp at Childreh!s.Hgme../ .i i ,omgkss Unit
Yp in .... House (Children's home). No formal academic qualifications. involvement/Yp is at House (short term stay for homeless youth).
Social work
178 - Pne.parentiamily
Yp has mother only, has had a difficult childhood with a number of personal problems/ 
Working single parent /  yp sacked from Bairdwear for wearing a hat. Lives with mum who doesn't work.
179 - yp comes across as rather dim/ a very slow lad for which thinking seems to be painful 
(new code - was previously yp's parents unemployed - which is now coded in the parents 
occupations section).
180 - No real (parental) interest at home
181 - Positive Comments Re Yp's Home Background
Stable home, both work /  Both parents long term employed /Good supportive home 
background /Yp is last of long line of (name of family given here/ supportive and stable home 
background /Yp's progress closely monitored by parents - both teachers /  Nice big lad, steady 
and quiet. Calm, quite easy going, can lack drive. He may get pushed further than he really 
wants to go by his mum, who is very supportive/ School report: Both parents in long term 
stable employment - Yp appears to have rich life and wide interests outside school. Personally I have found a lack if open-ness in the lad but no faults . Clean and well clothed but lacks 
presentation. Has never worked to capacity /  unit 786 - parents well off - yp has been indulged 
by them, failed all exams - stayed till 6th year, but should have left in 5th year
182 - .Yp.endorsed within y i  scheme STN (Special Training Needs) Category A, B or C (yp needs 
additional support in yt training/might have literacy and numeracy, or behavioural problems etc).
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183 - behaviour satisfactory - (new code) referred to quite often in school report
184 - yp is generally reliable - (as above)
185 - yp wants to leave school/  yp is not interested in school/ yp is not happy at school
186 - yp was, sacked/ or paid off from training or employment /  sacked for disruptive behaviour/ for stealing/ for wearing a hat/ yp was paid off as company was having 
considerable cutbacks/ yp self terminated her training as she was not turning up for work etc 
(this information generally documented in the interview notes section which follow the Aide Mémoire).
187 - Yp criticised YT scheme (eg Training Workshop/Community Industry/ Microcomp/yp said trainees there were very rough/ 'evil'/ into drugs /  yp didn't want to go to Microcomp as 
certain gang there /yp referred to the training workshop as the 'Nuthut'/ yp refuses to consider yt or the training workshop.
188 - Miscellaneous:
Yp is the brother of the infamous (name of brother given here) - both adopted (coded 188)
Yp’s parents are Jehovah witnesses and don't work - yp wants to be a visitor the Jehovahs witness full time. Only really interested in p/t work. Extremely quiet, not forthcoming in any way.
yp is only child
yp has poor handwriting
189 - (new code) - ypjioes not come across well at interview
190 - (new code) - yp lacks, motivation
191 (new code) - health - rheumatism
192 (new code) - yp has a pleasant /  good appearance
End of coding frame
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METHODOLOGICAL APPENDIX (2.19a-h)
Background to research design and methodology
What follows is a more detailed account of certain aspects the research design 
and methodology outlined in chapter 2. Each section in Appendix 2.19a-h is 
arranged chronologically following the sequence by which the research process 
took place. This includes background information about preliminary interviews 
with a range of transitional gatekeepers, types of interview systems within the 
Careers Service, and the organisation of Vocational Guidance Interviews in 
school. Further information relates to how access was negotiated in the research 
setting, confidentiality and research data, the categorisation of units in the 
careers office, and the surrounding context of the research setting and researcher 
influence. Final consideration is given to outlining in more depth the range of 
topics discussed with careers staff during semi-structured interviews.
a) 'Preliminary interviews with transitional gatekeepers
As a starting point in examining the network of gatekeepers involved during 
young people's transitions from mainstream schools, informal preliminary 
interviews were carried out with a range of research subjects including school 
guidance teachers and careers officers within the Glasgow area. In settings such 
as schools and in health and employment institutions, formal permission was 
required. When contacting a careers office or school, a process similar to what 
Dingwall (1980:871) termed a 'hierarchy of consent' was acknowledged. Initial 
contact by letter, explaining the purpose of the research topic and summary of 
questions likely to be discussed was sent to the Education Department (Careers 
Service Branch) within Strathclyde Regional Council and also to the 
Headteacher in schools within the Glasgow area. Once this request was 
granted, contact names were supplied so that informal interviews could be 
arranged.
Over the next few months, issues relating to the study's main research aims 
were more precisely conceptualised. Interviews included School Medical 
Officers and persons connected with the Employment Medical Advisory Service 
(EMAS), and the distinction between mainstream and special needs careers
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officers was identified at this stage. Careers officers also outlined types of YT 
schemes available which led to interviews with those in charge of YTS Special 
Training Needs (STN) and mainstream schemes. Contacts were also made with 
colleges of further education offering taught postgraduate courses in careers 
guidance and proved a useful source for obtaining background information. 
For example, one college sent out the reference list recommended for 
postgraduate trainee careers officers.
Other sources were contacted for more information about Y9 and YIO forms, 
including the Scottish Home and Health Department, and Greater Glasgow, 
Lanarkshire, and Argyll and Clyde Health Boards, who indicated that they did 
not have statistics of this nature or that such data was not routinely collected 
and considered inaccurate. There was even uncertainty about whether or not 
school medical officers should be completing YIO forms. Careers staff 
complained about not receiving Y9 and YIO forms and had no statistical records 
of these data.
Preliminary interviews were invaluable in identifying the network of 
gatekeepers involved during young people's transitions from mainstream 
schools and in examining their relationship with the Careers Service. For 
example, school medical officers described their relationship with careers staff 
as being 'rather tenuous'. The Job Centre was also given initial consideration in 
the research design but was excluded because no information is forwarded to 
this agency from schools or the Careers Service. One description put forward by 
careers staff was that they were 'friendly rivals' with the Job Centre. Another 
view was that careers staff generally got on well with this agency, but had little 
contact with staff and did not share vacancies or communicate health 
information. Such information therefore facilitated a prioritisation of some of 
the main research issues and helped identify those school/post school 
gatekeepers of most relevance to the present study. Overall, interviewees were 
willing to discuss a wide range of research questions and provided examples of 
information available to careers staff before and after the Vocational Guidance 
Interview (VGI).
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b) Interview systems within the Careers Service
The interview systems adopted within Careers Service divisions vary. Some 
divisions operate on the basis of what has been termed the 'open access' or 'self 
referral' system. In this interview procedure it is not compulsory for the Careers 
Service to see all school leavers; pupils must contact the Careers Service by their 
own initiative. Information specifying when Vocational Guidance Interviews 
take place is highlighted on a notice board in school and appointments are made 
for pupils to see the careers officer (usually by guidance staff). Alternatively, 
some careers divisions use the 'blanket' interview procedure, whereby all young 
people receive a careers interview. This procedure has been criticised as being 
too rigid and suiting administrative requirements rather than individual need.
c) The Vocational Guidance Interview
The organisation of Vocational Guidance Interviews is influenced, among other 
things, by the geography of the area covered by the local authority and its size, 
by the preferences and demands of the educational setting where the careers 
officer is situated, by resource constraints, and also by the degree of discretion 
and autonomy exercised by each careers officer. External developments such as 
the introduction of Action Planning, TVEI (Technical and Vocational Education 
Initiative), Training Credits and increased links with EEC's (Local Enterprise 
Companies), have led to the suggestion within the Careers Service that this 
might herald a return to 'blanket' interviewing. However, in the areas in which 
the present research was conducted, a policy more in line with 'selective' 
interviewing (see ch.2) was apparent (see also Kinnear 1975).
An example of questions asked by a careers officer during the Vocational 
Guidance Interview appears in Appendix 2.13 at the end of the thesis. This 
information is taken from observational fieldwork data from the present 
research, which took place within the school setting. The aim was to establish 
what types of issues are discussed by the careers officer with young people at 
this stage.
For the most part, careers officers asked each young person the same questions 
and adapted these to suit individual requirement. Questions generally focused
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on the type and level of standard (or 'O') grades being studied, on hobbies, 
health problems, home background information and on the type of employment 
the young person was interested in. During the VGI, the careers officer also 
completed the Aide Mémoire (CS2). As outlined in chapter 2, this documented 
the careers officer's impressions of the young person's speech, appearance, 
physique, personality, and communication skills etc. The Aide Mémoire also 
contained information about the young person's hobbies and home background 
circumstances, ie how many brothers and sisters were living at home, whether 
parents were working and what job they did etc.
At the end of the interview, the careers officer completed the Careers Service 
'Interview Notes', which are documented on the CS19 form. This is a written 
statement of what is discussed between the young person and the careers officer 
during the VGI (see DE 1981b). The CS19 identified young people's career ideas 
and highlighted subsequent action to be taken (see Appendix 2.14). Two copies 
of the CS19 are made. One is given to the young person, with the suggestion 
from the careers officer that they show this information to their parents; the 
other copy is retained by the careers officer and placed in the Careers Service 
'unit' (CSl). Only one copy of the Aide Mémoire (CS2) is made. This is also 
stored in the unit and filed in the Careers Office for future selection and 
placement purposes.
d) Negotiating access within the research settings
The problem of gaining access to necessary data and developing an appropriate 
research design is well documented in accounts of research studies (see Burgess 
1984; 1985; Walford 1991). As Whyte (1984:20) notes 'Research has to be 
opportunistic because you don't know what you are going to discover. The 
things you discover may not be what you set out to do'. Following contact with 
Area 1 and Area 2 Careers Offices, an informal interview with a careers officer 
was arranged to discuss the purpose of the research project. During the 
interview a request for access to the information contained within Careers 
Service 'units' was made (if possible, for a particular yeargroup of school 
leavers). Permission to accompany a careers officer with the aim of observing 
Vocational Guidance Interviews with young people was also requested.
Senior staff within Area 1 and Area 2 Careers Offices and staff at Careers Service 
Headquarters were informed about the research project. It was suggested the 
researcher outline in writing what was discussed with the careers officer when 
requesting data (for example, background information about the purpose of the 
research, types of information required etc). This letter was then sent to both 
Careers Office areas and to Divisional Headquarters. After approximately one 
week, both Area 1 and Area 2 Careers Offices confirmed that access to 
undertake fieldwork had been granted.
e) Confidentiality and research data
It has long been acknowledged that the issues generated in the conduct of 
research fieldwork may involve important ethical questions. There is increasing 
debate about research ethics, the protection of human subjects, privacy, the 
confidentiality of research data and the limits of what is permissible in the name 
of social science. It has been argued that both gatekeepers and researchers have 
come to see knowledge as a kind of 'private property', for which there is only a 
restricted market (Barnes 1979). Issues of confidentiality were discussed with 
careers staff. No names or addresses of young people or careers staff would be 
recorded or disclosed in any way. If highlighting information documented in 
the Aide Mémoire (for example, to illustrate processes of 'routine' labelling or 
potential health selection), data would be copied in the researcher's handwriting 
on a blank document to prevent identification. This would also apply for other 
sources of data used, including the School Careers Service Report (CS4) and 
Interview Notes (CS19 form).
f)  Categorisation of Units in the Careers Service
It was estimated that abstraction of Careers Service data would approximately 
take four months. Information for each school leaver had to be extracted 
manually from the young person's unit. These were categorised in the filing 
system by alphabetical order and year of birth, and filed according to whether 
the young person entered YTS, Initial Training within YTS, Found Work or 
entered Further and Higher education. Also a minority of units, (less than 1%), 
were placed in either a 'Holding' or 'Live' register. The 'Holding' register related
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to those young people who had ceased contact with the Careers Service and 
their destination was 'Unknown'. Alternatively, young people could be placed 
on a 'Live' register, which meant they were on Bridging Allowance and waiting 
to find a placement. If the researcher was uncertain about the way information 
was recorded in the units, careers staff would act as interpreters.
g) The surrounding context of the research setting and researcher influence 
The context of the social location where research takes place is very important. 
Being in the research setting for a relatively long period of time offers the 
advantage of seeing and hearing at 'first hand' what takes place within the 
Careers Office. Fieldwork was undertaken in the 'front office' with a 
predominantly female staff of employment assistants and clerical workers. 
More contact was therefore made with these staff, although careers officers were 
often in the front office when not in schools. Ball (1991) observed how shared 
gender is likely to increase the degree of intimacy in the research relationship 
(and therefore the depth of data obtained). However, conversations were 
informal with all careers staff and a wide range of issues concerning the research 
project were discussed.
Such extended conversations complemented observational accounts of working 
procedures within the Careers Office and assisted the research process, 
particularly when thinking about themes to develop during semi-structured 
interviews. Overall, staff were always friendly and supportive (for example, 
whilst at the careers office the researcher was invited to a special social evening 
organised for a member of staff).
In qualitative research much is said about the importance of the relationship 
between the researcher and the researched. The issue of bias in research should 
be acknowledged. In designing and carrying out fieldwork, all researchers are 
selective. By adopting rigorous research methods the researcher can attempt to 
minimize the extent to which values affect sociological conclusions. For 
example, as unit data are confidential and often contained personal details about 
young people's circumstances, it was important to gain careers staffs' trust. This
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trust was reflected in instances whilst undertaking fieldwork when, for example, 
careers officers would direct the researcher's attention to specific units 
containing information about young people’s health problems.
Other types of data, such as recent letters written to and received from EMAS 
were identified. This was interesting as during data collection of Summer 1990 
units, it was unusual to find evidence of careers staffs' formal communication 
with EMAS. It appeared that whilst in the careers office the researcher's 
presence somewhat increased careers staffs' awareness of health.
Overall, the researcher's presence did not appear to inhibit careers staff 
discussing a range of issues regarding wider opportunity structures and new 
initiatives affecting the Careers Service (such as funding cutbacks in YT, 
unemployment, the introduction of Action Plans and the involvement of EEC's 
with the Careers Service etc). Adopting a method which came close to 
participant observation had the greater advantage of allowing an insight into the 
actor's perspectives of the world and the effects of the social location on these 
perspectives (see Hammersley 1979:20), which could then be used to check 
accounts given in semi-structured interviews. For example, the researcher was 
given a copy of the Careers Service Manual^ by a senior member of staff, who 
smiling, pointed out that 'this is how things are supposed to happen'.
h) Semi-structured interviews with careers staff
Semi-structured interviews with careers staff lasted approximately one and a 
half to two hours. Permission was requested to tape record interviews, as this 
would allow a more complete recording of what was discussed (than if taking 
detailed notes) and meant the researcher could concentrate more on the 
interview itself. Listed on the interview schedule (see Appendix 2.15) were 
prompts related to main research questions, and space made available so brief 
notes could be taken in case of tape recorder failure (which also allowed a 
summary of issues discussed). To begin with, questions related to careers
1
1 The Careers Service Manual is published by the Scottish Office, and is a reference book to 'help careers officers in their 
work and complements the Secretary of State's memorandum of guidance to education authorities, ED advisory booklets 
and Careers Service circulars' p7.
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officers' and employment assistants' descriptions of their working role in the 
Careers Service. Questions then centred on a range of topics, which included:
1) Careers staffs' general perceptions of (political and economic) changes 
affecting the Careers Service, particularly within the contrasting localities. 
Specifically, this involved the identification of the way in which opportunity 
structures and external and internal constraints impacted on decision making 
regarding the effective placement of those with and without health problems.
2) Careers officers’ perceptions of their relationship with guidance staff in 
schools and how important they viewed this relationship. This topic was also 
useful in examining methods of formal and informal means of communication 
with these two agencies.
3) As it was important that questions measured theoretically defined concepts 
relating to aspects of 'routine' labelling and health selection processes, careers 
staff were asked what types of health and other attributes were most important 
on the School Careers Service Report (CS4) and Aide Mémoire (CS2) when 
making decisions about young people's placement into employment, youth 
training, further and higher education.
4) Another topic focused on the training careers officers received and if there 
were any written guide-lines for completing the Aide Mémoire (CS2). This was 
very useful in examining careers officers' negative and positive views of the 7 
point plan as a model for interviewing, and attitudes towards situational and 
subjective factors affecting the recording of information. This topic was also 
vital in examining careers staffs' 'client-centred' role in promoting equal 
opportunity issues, specifically in relation to health, and the way in which moral 
considerations might affect recording practice and placement decision making. 
It was also useful in eliciting information about potential de-labelling and re­
labelling strategies and examining reasons why these tactics might be employed.
5) Careers staffs' overall perceptions of young people's health problems, the 
identification of types of proactive and reactive decision making and subsequent
_ . ■- ' ' ..
relationship to (occupational) outcome in the contrasting areas were crucial to 
an examination of positive/negative health selection. A vital theme was, did 
health matter? Another sub-theme involved careers staffs' views of their 
relationship and receipt of health information and advice from other 
gatekeepers, specifically the School Medical Service and EMAS. How did 
mainstream careers staff respond to working within a context of uncertainty and 
what were the consequences of this for placement decision making? The 
apparent variability in the Careers Service's receipt of adequate health 
information from the School Medical Service meant issues surrounding an 
anxiety over potential stigmatisation and discrimination, as well as formal 
processes of de-labelling and re-labelling health information from the Y9 
document could be further examined.
6) Finally, careers staffs’ role in offering a Pre-Selection service to employers 
and managing agents was examined. This concept was considered within the 
context of the identification of the Careers Service as an agent of 'social control' 
in adapting individuals to available career opportunities in both areas. Implicit 
here is the right of careers staff to take decisions about who is able' and who is 
not, and involves a consideration of how health problems and other attributes 
impact on young people's routes into the labour market, particularly entry into 
types of premium and basic youth training schemes (see ch.3) within the two 
localities.
-i
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CHANGEOVER FROM YTS TO YT; SUMMARY OF NEW INITIATIVES
The Government's White paper 'Employment for the 1990's', claimed the aims of YT was to 
secure broad-based quality training leading to recognised National Vocational Qualifications 
(NVQ’s) for all young people. Among the key objectives of the new programme were:
- the achievement of qualifications equivalent to NVQ level 2 as the minimum attainment level 
for young people on the programme.
- a strong emphasis on still higher levels skills, particularly at craft and technician levels.
- appropriate, quality provision for young people with special training needs (STN).
According to the White Paper, the new terms within YT contain a strong emphasis on outputs 
and flexibility and take into account the young person's school-based Record of Achievement 
and any Individual Action Plan* Following recommended Government guide-lines, below is a 
summary of these two initiatives.
1. Record of Achievement
process.
IBriefly, the Record of Achievement was developed because those young people leaving school 
with few or no formal qualifications had no evidence of their achievements derived from full­
time education. Aims were therefore to provide a fuller picture of the students abilities and 
potential. The ROA should therefore belong to the pupil. The process of reviews start when 
pupils enter secondary education and this is undertaken by the pupil, with the support of the 
school and the teachers. The Government also recommends that employers should be involved 
in the development of ROA's, particularly so that strong links can be developed between them 
and local schools. The ROA should also provide the careers officer and employer with 
improved information about young people and should help at all stages of the job selection
1
2. Individual Action Plans
The Individual Action Plan should also belong to the pupil and reflect the out-comes of a 
systematic and comprehensive assessment and guidance process linked with the ROA process 
and product. It should contain information on: broad educational goals, including general skills 
and personal qualities to be developed; broad career goals; any specific knowledge, skills, 
qualifications or other achievements. It should also include routes of achieving the above ie 
work experience, visits to industry or abroad etc. This may involve a wider variety of FE and 
HE institutions, training providers and employers and also include a timetable, both short term, 
for regular review of the lAP, and long term for achieving the goals.
Also, each young person is to be given a personal training plan which is to be kept up to date 
and each trainee is to be issued with a NOVRA (National Record of Vocational Achievement). 
With the exception of certain young people with special training needs, all young people in 
training and vocational programmes under YT are to have the opportunity to progress to at least 
NVQ level 2 or an equivalent qualification.
The Government's Guarantee
There is no change in the Government's guarantee ie each young person under the age of 18 who 
is in the labour market but without a job is entitled to an offer of a place on YT. Progress to jobs 
with training is to be encouraged. If despite earlier efforts a young person remains without a job 
with 6 months to go before completion of their particular programme, he/she is to be offered 
opportunities to enhance their prospects of finding jobs.
Young People With Special Needs
Within YTS, the official definition of young disabled people is:
'Those who suffer from  physical, mental or sensory handicap and/or have moderate to severe 
learning difficulties which puts them at a substantial disadvantage in the labour market'.
According to government guide-lines, all young people with special training needs within YT 
must be identified and appropriately provided for. However unlike YTS, Special Training Need
%identified in YT does not automatically mean extra funding. Three new types of Special Training 
Needs (STN) were identified:
1. Young people needing a period of Initial Training or preparation (for a maximum of 6 
months).
2. Those for whom it would be unfair and unreasonable to expect to participate effectively 
on level 2 training.
3. Those who have a reasonable prospect of achieving qualifications at level 2 provided 
they receive sufficient additional support and help.
Each young person in the second group is to be offered an Individual Action Plan and be given 
the support they need to progress as far as they can towards general and vocational competences 
(and wherever possible to achieve NVQ level 1).
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APPENDIX 4.2 cont,
SPECI AL TRAINING NEEDS
Criter ia for Endorsement C ategor ie s  A, B and C. A l l  young people with Specia l  
Training Needs must be i d e n t i f i e d  and a p p ro p r ia te ly  provided for under Youth 
Training.
Youth Training providers w i l l  be e x p e c t i n g  the Careers Service to provide the  
i d e n t i f i c a t i o n  of  those with  S p e c ia l  Tra in ing  Needs, and in the case o f  those  
i d e n t i f i e d  as being w i th in  Category B, t o  provide Individual Action Plans  
related to th e ir  Spec ia l  Train ing Needs.
This i s  a c o l l a t i o n  o f  information t o  expand on the Special  Training Needs 
Categories A, B and C. I t  w i l l  h o p e f u l l y  provide some s o l id  b a s i s  for careers; 
o f f i c e r s  making endorsements fo r  Youth Training  entrants  and f u l f i l l  Youth 
Training providers in formation needs .
CATEGORY A
This category i s  for young people  who req u ir e  a period o f  i n i t i a l  t ra in in g ,  oi 
preparation, prior to  entry to  Youth T ra in in g .  This period o f  I n i t i a l  Trainir 
may l a s t  up to 6 months.
Under YT, I n i t i a l  Training i s  on ly  fo r  t h o s e  with Specia l  Training Needs.  
I n i t i a l  Training i s  not fo r  non STN young people who have not made a d e c i s io n  
as to which type o f  work would s u i t  them.
RZDHVB123/PG
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Category A' should cover those  young people who would not i n i t i a l l y  cope on YT,
even in a Category B funded p la c e .
Vho should be endorsed in Category A
1 Young people who are v o c a t io n a l ly  uncommitted and would be endorseable as 
having Spec ia l  Training Heeds under Categories B and C.
2 Young people who are immature, s o c ia l ly  as w e l l  as v o c a t io n a l ly ,  and w i l l  
need the opportunity to see what the demands of  tra in ing are,  pr ior  to  
enter ing YT.
CATEGORY B
Young people who cannot be expected to a t ta in  NVQ le v e l  I I .  even with  extra  
h e lp ,  w i l l  be ca tegor ised  as having Special  Training Needs Group B by the 
Careers Service .  These young people may have d i f f i c u l t i e s  a r i s in g  from one or  
more o f  the fo l lowing causes*
emotional /behavioural  d i f f i c u l t i e s  
physica l  or sensory d i s a b i l i t i e s  
learning d i f f i c u l t i e s  
language d i f f i c u l t i e s
These groups are l i k e l y  to  have modest educational attainments in l i t e r a c y .
numeracy and communication s k i l l s ;  and may lack vocat ional d ir e c t io n  or family  
■support.
.
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It  Is v i t a l  to point out th a t  Category B endorsement i s  a l l  about the young 
person’ s performance and I n d iv id u a l  t r a i n i n g  needs rather than on a d e f i n i t i o n  
of their  d i s a b i l i t y .
Young people who have any o f  these  d i s a b i l i t i e s  may not be endorsable Category,  
B i f  they can manage to a t t a i n  NVQ Level  I I  without th e ir  problems a f f e c t i n g  
th e ir  attainment.
.
As a re s u l t ,  Gate'gory B i s  a very f l u i d  s i t u a t i o n  as a d e f i n i t i o n  o f  a b i l i t y  
underpins a l l  of  Category B. For young p e o p le  with Spec ia l  Needs under YTS. 
spec ia l  s erv ic e s  are provided ,  eg Community Service for the Deaf or Blind  
Reader Service .  The Careers Service  recommends th is  should cont inue ,  otherwi;  
the chances o f  a t t a in in g  NVQ II are d im in i s h e d .
NB The attainment o f  NVQ I I  i s  the im portant part of  Category B : having a 
d i s a b i l i t y ,  which may hinder  chances o f  gaining NVQ I I ,  i s  secondary to  
th is  point  on performance.
The fol lowing provides' ah o u t l i n e  o f  d i f f i c u l t i e s .
I Emotional or Behavioural  D i f f i c u l t i e s
This could cover young people who are l i k e l y  to have:-
ongoing Po l ice  con tact  and a h i s t o r y  o f  offending;  
a h is tory  o f  v io l e n c e ;
a h is tory  of  sexual abuse both by and t o  the c l i e n t ;  
ongoing Psycholog ica l  Serv ices  c o n t a c t ;
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a h i s to r y  of moral r i s k ;
a h i s to r y  of  truancy or Interrupted schooling;  
ongoing Social  Work superv is ion;  
a Sec t ion  16 Care Order;
p s y c h ia tr ic  condit ions  - diagnosed and undiagnosed; 
a p ersona l i ty  d isord er ,  eg p a in f u l ly  shy; 
d i f f i c u l t y  coping with  authority  and peers ,
II Phys ical  or Sensory D i s a b i l i t i e s
This does not include a l l  "disabled" young people per se .  I t  re fers  to 
those whose d i s a b i l i t y  has impaired learning and i s  l i k e l y  to  require  
further  support.
This could include
P r e - l in g u a l ly  deaf;
V i s u a l ly  impaired;
D ia b e t ic  - when energy l e v e l s  .are reduced during working hours;
Motor problems - when there i s  a s k i l l s  reduction and output may be 
slower ,  eg poor or slow handwriting;
Severe speech d e f e c t s ;
Epi lepsy  - d i f f e r e n t i a l  d e l iv e r y  due to  medication;
M obi l i ty  - only where i t  a f f e c t s  a b i l i t y  to atta in  NVQ;
Degenerative co n d i t io n s ,  eg Cyst ic F i b r o s i s .
Many, i f  not most, of  these  d i s a b i l i t i e s  can cause a lack o f  conf idence  
and communication problems which further  detract from the young person’s 
a b i l i t y  to a t ta in .
REDHVB123/PG
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I I I  Learriing D i f f i c u l t i e s  
This ( d i s ) a b i l i t y  may not be separated from the r e s t .
This  category may i n c l u d e i - ■ ■"
'
Low a t t a i n e r s ;
Those with a Record o f  Needs;
Those who have been on I n i t i a l  Training;
D y s l e x ia ;
Those who needed remedial help  in  school;
Reading ages below the norm - 10 years;
Those who have been t e s t e d  and found lacking in s p e c i f i c  s k i l l  and/or  
l e a r n i n g  areas; •
Those who have been endorsed Category C or non-endorsed once th e i r  STN 
have become apparent on YT;
Those whose expected pat tern  of  commitment to YT would be that  they are 
l i k e l y  to have.a number’ o f  diffèrentVscnemesV mainly because o f  th e i r  
p e r c e iv e d  i n a b i l i t y  to cope with  the demands of  YT,
IV Language D i f f i c u l t i e s
This group may in c lu d e t -
Speech d efec t s  -  Aphasia;
E n g l i s h  as a second language;
Poor communication s k i l l s .
REDHVB123/PG
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CATEGORY C
This category i s  for t r a in e e s  who have a reasonable prospect of  achieving NVC 
I I , provided they rece ive  s u f f i c i e n t  a d d i t io n a l  help and support. This would 
focus  mainly on personal e f f e c t i v e n e s s  and help with l i t e r a c y  and numeracy. 
Under.YTS, many of these young people are i d e n t i f i e d  and endorsed by Managing 
Agents ,  a f t e r  commencement o f  t r a in in g ,  as STN 1 young people.  Presently the  
Careers Service may be id e n t i f y i n g  and endorsing them as Premium.
The major task for the Careers Service i s  a judgement of  what young people majj 
be able  to  achieve in up to  three years t ime.  i
A mechanism for case conferences  may enable progress to  e i th e r  Category B or  t 
non-endorsed s ta tus .  •
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î^vU ho IS» NOW SttK lN ô- emPLoymtNT , WIWL AfPty to  
£tO*
iVJAy ALSO CONSIOOA I t s  WitH AOOWNHL OR 
DUtAlCt CÛIAUCÎU I  c tfA iL A L  y t ,
s lxho  BHtMltTtO to OUtAlCt COtlNCiL  ^ LwKlOHL
C S 2 W 1 9 0 7
APPENDIX 6 . 5 a
STRATHCLYDE REGIONAL C O U N C IL-D EPA R TM EN T OF ED U C A TIO N -C A R EER S SERVICE
AIDE MEMOIRE
n a m e   .............................. D O B .................    S c h o o l................... ..............................
D a te  of In te rv ie w ............................................    C a re e rs  O fficer
A p p e a ra n c e /P h y s lq u e /S p e e c h /H e a lth :
AVeAAOt SUM
BUfLbi HfPtHHANCe 6CHtt 
POOB.
D isposition /P ersonality :
fL tA SR N t  6wt 
V tM  UNfUu46t& \j
In te re s ts :  K(4 lx f 6 *  F  K LA BA TB, NlUQlC
T 4 6 U t AND wmCARoobl «QouaI
E d uca tion : p C U N O A T lo N  L fe V B L 5 tl6 t£ 6 T 6
6BS1 «U 6î«er6 *
S p ec ia l A p titu d e s : C irc u m sta n c e s : 
I youNO 
m t  F -
INTERVIEW NOTES
HAS APfueb f s  fHE arm y  WA» Reg*c.T(t eecAu«e- « f  m s  
HtALfM . HG IS A w o  tMXtfltsitb iN t o M c t  ahS  F<Rt Serv ices .
IS INÏ0R6S<*b «W eucT R IcA l. hMAK, «U t Wiu. KOf ACHieVe <H« 
STAMOARD GefiUlRSb F o R tH lS .
Ï  HAVfc biSCltoStb g tlitO lN S , 5emi-SKtU.eO «NSI»*#R|NS/ S A I i S y  
StORGS AKÛ SOCIAL cAKe W«RK WltH WUA< He HAS fKOMIOtO <0 
CALL IW A«AiM A Mb L * t « «  KAOW WLtftt KltfO «F WoKK H t 
WISHGS -to HffLY FOR.
i t c A c i e g  OF HtS APPORAAH» AMS S m o H  H e I» lIUOL*/ to  
e e  FSEmiuivt.
. < s  orFicft -  wwHGs to  ee  H it fo rw ia ro  FOR e to K e g
AMP SOCIAL CARS . U W L ^ t o e c  FReMlHlH CATegogy 6 ,
. O o e sn ‘<  WANt t o  * 0  •ACH' TO LIMR® n o  w w y WlU. A t  
COMOlOeR s  Hof WORK. NO LoNOtR WMWTS AWYtHl MS tO  00 WifW-
O . t .  5 .T . CoFF < « e  tfo e  TRAIN<e«)£tttteR . ftAKANCeO iNTi8A.v«uy 
f W .  tOMORROW Witrt IMYOetp . (UWK R tr tr tb  rtfe HAD H T W .A C // NUMCRAcy FROSLRMjj . l i n k  FML Y H t/  cAN ReALLV bO /TO M 0*£ 
FOR H m .  S H S M itf tP  t o  w ioscoT T / ï  . n  « / AO
^ S b a & cly d e/ i f  Regional^ C o u n c ü
APPETTOIX 6^5P
N A M E :
(M r/M s)
D A T E  OF BIRTH: C L A S S :4
A D D R E S S : TEL. NO: P r o p o s e
aPE R SO N A L IT Y :
A b ility  to  m ix  —o u tg o in g /u s u a lly  r e la t e s  w e l l / f e s e r v e d /w i t h d r a w n  
B eh a v io u r  — b e h a v e s  w e l l / s a t is f a c t o r y  m e e d s  s u p e r v is io n /d is r u p t iv e  
R e lia b ility — v e r y  re liab le /g e n e r a lly  r e lia b le /te n d s  to  b e  u n r e lia b le /u n re lia b le  
V erb a l c o m m u n ic a t io n  —flu e n t/fa ir ly  f lu e n t /h a s  d iff ic u lty /in h ib ite d  in a r tic u la te
FURTHER C O M M E N T S
A C TIV ITIES: sn o r t  an d  o u t d o o r  intR rR sfs/rluh.»; a n d  o r g a n is a t io n s /
(in /o u t  o f  s c h o o l)  r e s p o n s ib i lity /p r a c t ic a l an d  te c h n ic a l r n te r e s t /m u s ic /
re a d in g /a r t/d ra m a  c o m m u n ity  in y o lv e m e n t /a n y  o th e r  —
TIM EKEEPING: G o o d /v a r ia b le /n o o r
A T T E N D A N C E ; G o o d /fr e q u e n t a b s e n c e s  d u e  to  i l ln e s s /g o o d  nil la s t  term /
o c c a s io n a l  tr u a n c y - fr e q u e n t  t r u a n c y /a b s e n c e s  c o n d o n e d  b y  p a ren t
H EALTH: G o o d  g e n e r a l h e a lt h /p o o r  e y e s ig h t / c o lo u r  b l in d n e s s /p o o r  h e a r in g /  
s p e e c h  d e f e c t /a s t h m a /b r o n c h i t is /a l l e r g ie s ,  sk in  c o m p la in t /  
d ia b e t e s /e p i le p s y  h ea r t  tr o u b le -h a e m o p h ilia -m ig r a in e /a n y  o th e r
P E R S O N A L  A P PE A R A N C E  
A N D  HYGIENE:
PE R FO R M A N C E ;
S u b j e c t
S 4 M 9  I 1 8 5 ( 1 9  : i 8 6  1 19  ) 1
L ev e l I E ffort
P r ed / ! 1 ; P red / ! 
R e s u lt  ■ L ev e l ■ E ffort i R esu lt  I L eve l E ffort ! P red  M M -  H
S  :c. : i : i r 1 RESULT L i m t t e b  ! i A A i u T Y  A N b  moR. i G L f
& !  f t 1 ! c 9 N P t b e i 4 c e
s a € f ( c t S  : f t !  I 11
rtisrtoAvl 0 : OK> P f € l b  1 : I ! '  '
I i
D M m A  M o b ;  ^ i ! 1
S O C .  ) f o c a  ■ f t i 1 1 I sowie
p o « > / M u r i t . S '  f t 6  A : 1 1 M O K K  K A t e  .
* 1 I
1 1 ; f R R C X l c A L  WORK■ !1 1 1 6 0 0 Û .
1L- ......  I 1 i.......' 1 1
PO T E N T IA L  FO R N o n -A d v a n c e d  F E /H ig h e r s /A d v a n c e d  FE/HE
FU R TH ER  S T U D Y : C F  m c A  I f t r t M C X
S C H O O L  W O R K  EXPERIENCE; 
P A R T -T IM E  W ORK:
CAR EER  IN T E R E ST S: «  I -  Sie  W ITH e m c b M #  . bib 6 U D W  k f t L L  H r« tw etloc*yce  PLAcemtNi) , .
G EN ER A L C O M M E N T S :
D^ 6 fWAyfb À 4*fri-tU©6 foVf^BOs
Bussects tM t ctui^o btUt étXXtA »lsj*
OK f k f  AAHht S A t  CAA Be veicy ceoperte
AKb WKAtK A wGLL bePlkfeb «ITUATIOM, ©Hi CffULb
bo piKe« ûrtB IV4LL fe o B R B L y  mArue© xwra a
SEE G U ID A N C E  TEACHER; DATE: S IG NED
jSki:
APPEnDIX 6 ,5 b  c o n t. 
STRATHCLYDE REGIONAL COUNCIL -  DEPARTMENT OF E D U C A TIO N -C A R EER S SERVICE
AIDE MEMOIRE
N a m e .....................................................................  D O B ............................................ S c h o o l..................................................
D ate  o f In te rv ie w ....................................................................  C a re e rs  O f f ic e r ....................................................................
A p p e a ra n c e /P h y s iq u e /S p e e c h /H e a lth :
N H P ' * .  CAKK HAlK 
A P f e * * A  N e t  "  RM SO M  A 6 l£
D isp o sitio n /P erso n ality :
O k ,  R u i T B
In te re s ts :
t c £  S K R t l f / 6  
S W im iV IIM 4  
F R te N P S .
E ducation :
S p ec ia l A p titu d e s :
A V *N  A 6 F  (B U & f N O K ) 
a » e b  b o  A fA A sR  
R O U N b
C irc u m sta n c e s : 
m * -  N U R sé
b  -  e u b t N t f t R
* l o s  "  e i B c i R « M i c 5  f i B n a
(*f i t s  #  #M 6  i L b e R  s i s x e t )
INTERVIEW NOTES 1
3 * MU6 S llsl6  -  N o t iW re R B S m  IM P i t  CMQfSB
3 . CAteRI*/6 '  WdULb CaUSlbBR XAXS
4 .  KoRK -  i ro t  ABâii l
SfRliM660flllt6, B e  ^ |F #bs&i6iUT/
4 ^ 0 6  <«R 0' i<*
in fo  © t e m o -  cteRw d<%e fM se e c x s  .
feXOON ÔWteUff'tj) fû c o k u a t  r / l o
C S 2/W 1907
careers /% StrathclydeRegional^ C o u n c il APPENDIX 6 , 5o
N A M E :
(M r/M s)
D A T E  O F BIRTH: C L A S SM*
A D D R E S S : TEL. NO: Propost
P E R SO N A L IT Y :
A b ility  to  m ix  —o u tg o in g /u s u a i iy  r e la te s  w e l l /r e s e r v e d ,:w ith d r a w n  
B e h a v io u r  — b e h a v e s  w e l l / s a t i s f a c t o r v 'n e e d s  s u p e r v is io n /d is r u p t iv e  
R e lia b ility — v e r y  re lia b le /c jen era llv  r e lia b le / t e n d s  t o  b e  u n r e lia b le /u n r e lia b le  
V erb a l c o m m u n ic a t io n —flu e n t/fa ir ly  f lu e n t /h a s  d if f ic u lt y / in h ib i te d /in a r tic u la te
FURTHER C O M M
A C TIV ITIES;
( in /o u t  o f  s c h o o l)
sp o r t  an d  o u td o o r  in t e r e s t s / c lu b s  a n d  o r g a n is a t io n s /  
p o s t s  o f  r e s p o n s ib i lity /p r a c t ic a l an d  t e c h n ic a l  in t e r e s t /m u s ic /  
re a d in g /a r t /d ra m a  c o m m u n ity  in v o lv e m e n t /a n y  o th e r  —
" ~ i  U K £ S  T V ,  L i T f k t  1
1
1
TIM EKEEPING; G o o d /v a r ia b le .'p o o r 1
A T T E N D A N C E ; G o o d /fr e q u e n t  a b s e n c e s  d u e  t o  i l ln e s s .g o o d  till la s t  term / 
o c c a s io n a l  tr u a n c y /fr e q u e n t  t r u a n c y /a b s e n c e s  c o n d o n e d  b y p a ren t
A T T t N O e N C t
HEALTH: G o o d  g e n e r a l h e a lth /p o o r  e y e s ig h t / c o lo u r  b l in d n e s s /p o o r  h e a r in g /  
s p e e c h  d e f e c t /a s t h m a /b r o n c h i t is /a l l e r g ie s ,s k in  c o m p la in t /  
d ia b e t e s /e p i le p s y 'h e a r t  t r o u b le -h a e m o p h it ia /m lg r a in e /a n y  o th e r
' o o r s  N O T  s p t m  T o  
1 A R y S B  <SOO t> K t A L f # .
P E R S O N A L  A PPE A R A N C E  
A N D  HYGIENE:
P E R FO R M A N C E : 8 4  (1 9 8 5  (1 9 8 6  119
S u b je c t L eve l 1 E ffort
P red / . Î 1 P red / 
R e s u lt  , L ev e l : E ffort j R e su lt L eve l E ffort I Pred 1
F : ]
f P i  ; I i '
5 C l f N C £ p / f t i  p F 1M#b sfaoiC: 0 1 G M  ! j  1bteMA M  i PHS IHoivie U o tk I f /c I P P ! i 1 1s o t  i  Voc p | t !  6 1 1
\ 1 ,
!i. 1 ! ; I I 11 '
ONE Of OUR 
fOORElT l»Uf*4S
PO TEN T IA L FO R N o n -A d v a n c e d  F E /H ig h e r s /A d v a n c e d  FE/HE  
FU R TH ER  S T U D Y : "
S C H O O L  W O R K  EXPERIENCE: 
PA R T-T IM E W O R K : p| f
CAREER IN T E R E ST S:
G ENERAL C O M M E N T S :
A VEKy N ffL . SHhe AAS FEWrRiewbs 6Nb -nsNoo t o  oe a r x a s r  sut-teisr,
:
:
SEE G U ID A N C E  TEACHER: DATE: S IG NED :
APPEnDIX é .5 c  c o n t. 
STRATHCLYDE REGIONAL COUNCIL -  DEPARTMENT OF ED U C A TIO N -C A R EER S SERVICE
AIDE MEMOIRE
D a te  of In te rv ie w ................................................................. . C areers O f f ic e r ...........................................................................
A p p e a ra n c e /P h y s iq u e /S p e e c h /H e a ith ; A v .ckmsuiUt, LOKOWH rAiJT WAiA,
PtLofRUblK4«AAS, NeAT«K0M6H, s#e«cH fA*A.,c.AK6t iwDlSflKtf, %Kb8 fo MumBU.
H t n i k H  ^ N t R M R L .
D fspositfon /P ersonaiity :
HtsX 4 mPP^ l URL* oeAtOUS lYIAKHtRv
A LOKtR.X fHlWK.
Would We6b BupfoeT.
MUIOT^  ALMOST NifHDRAWK.
In te re s ts : E ducation : |ARfc6M4flA ftTfeNDAUCft^  
THoUAH OeKl£25 THlSl
Has COMMUNICATION fR08&_ems
S p e c ia l A p titu d e s : C irc u m sta n ce s :
INTERVIEW NOTES
KO c h a k c b  -frtou6K She  ceFciies t h a t
I f  15 w a y  «  SH&'O PASS THft
se tê c f io K  fWoBisB.
H A f A f e R g S S i K f r  
NOTL^ A K K 6  Y . T S .  C A 1 .|6 %  f P&RK .
S . i .T .5 . -  OeplMiTbt-Y B e s t  F OK
P6€»V\iCirvi Sttfe is/Be04 THE SUPPORX AKb
MOfiVmfloN PKoViOEO 1b HELP MAKE 
AÙi^UStwyêtff iHXc THS WOCi^ oF WORK.
CAU€Ù XC OTFiCB, ©OESN'f 41K# SP ftiK B ftO teO  
é  W4KT6 TO Do SgKTflSfl &T C. I .
W i4 L  CAL4 OK m o n d a / MOCKlA /6  FOK SUBMISSION
t i œ  I « T B n D I X 6 . 5 d
 ^ nAME: DATE OF BIRTH; CLASS:(Mr/Ms) hr
ADDRESS: TEL. nO: Proposée S/L Date
PERSONALITY:
Ability to mix—outgoing/usually relates well^j^jmgyy^vvithdrawn 
Behaviour—behaves well/satisfactory/needs supervision/disruptive 
Reliability—very reliable/generally reliable/tends to be unreliable/unreliable 
Verbal communication—fluent/fairly fluent/has difflculty/inhibited/inarticulate
FURTHER com m ents
ACTIVITIES;(in/out of school) sport and outdoor interests/clubs and organisations/ posts of responsibility/practical and technical interest/music/ 
reading/art/drama/commumty invOlvement/any other—
\ Haut. Know a
TIMEKEEPING: GoodiVariable/poor
ATTENDANCE: Good/frequent absences due to illness/good till last term/ 
occasional truancy/frequent truancy/absences condoned by parent
\0CCASIPUAU. A 6 5 T N C C
HEALTH: Good oeneral health/ooor evesioht/colour blindness/ooor hearino/ 
speech defect/asthma/bronchitis/allergies/skin complaint/ 
diabetes/epilepsy/heart trouble/haemophilia/migraine/any other
PERSONAL APPEARANCE , AND HYGIENE:
PERFORMANCE: S4 (19 1 0 S5{19 ) SB (19 I 1
Subject Level Effort Pred/ Level Effort Pred/Result Level Effort Fred 1
HI8T0KV o
iw nm s -2> h
£ c o K s S f 6
s & «s a t N c e s (k 6
SCCfS/OC s & 4 -
•
POTENTIAL FOR Non-Advanced FE/Highers/Advanced FE/HE FURTHER STUDY:
SCHOOL WORK EXPERIENCE: 
PART-TIME WORK:
CAREER INTERESTS:
GENERAL COMMENTS:
SEE GUIDANCE TEACHER: DATE: SIGNED:
D e o a r t m e n t  o f  E d u ca tio n
APPEJJDIX 6 .5d c o n t. 
STRATHCLYDE REGIONAL COUNCIL -  DEPARTMENT OF ED U C A TIO N -C A R EER S SERVICE
AIDE MEMOIRE
D a te  of In te rv ie w ................................................................... C areers O f f ic e r .............................................................
A p p e a ra n c e /F h y s iq u e /S p e e c h /H e a tth ;
H tR V y  m R K C *<4p,
5 H 0 A T  bR A K  R H K , U S E 5
G E L ,  s n e c A  o K i v y .
K  H .  P .
D isposition /P ersonality : i
C 0 M im t iN te S r C 5  A ERSO W A Siy w e  L I
In te re s ts ;  K f i  D K A T i N » ,  M U S IC , 
b lS C O ÎS  , S W lM N liH G . 
W O K K S b  IN  ft O R O c f  A  VAN 
P O A  A M T H 5 .  WORK 
C V P E R ie K C S  . H e r e L .
E ducation :
U N LlK SLy T o  SO W ELL IN  H E R  
5  G R A D E  E X A IV I5
S p e c ia l A p titu d e s : C irc u m sta n ce s :
s i s t e r -  M A N A G E R E S s  |M  ft 
SH O P
OA5 -  P R O S S E R S
INTERVIEW NOTES
6 H6F /  FACTORY /  COOKeay -  ©TAAfHCMbe rRRiNlK6 AtfBNCy
F iR S t OHOIC-Ê IS TO c AXBRt UCr ,  Rt>weVER, THE FNCT SHE 
W A 6  I K e A R i iV 6  R e A V y  M A K #  u f  M A y  ^  P A O B L eiH  HeRB 
t i H t .  15  A LSO i W t e R r s T E D  i K  A W y  F A C T O  A y  W O R K  OK 
S K O p  K O A K *
Y0MK6 f r t e o K  saDMiTTeD <o 5 M 5 i\  CscofrisH  m a s h a s  
6 A K I N 6 -  a s s o c ' )  y T ,
. /Z Strathclyde/3L /Regional^ C ou n cil
-A FP E N D X X  6 . 6 a
N A M E :
( M r / M s i
D A T E  OF BIRTH: C L A S S ,
A D D R E S S : TEL. N O : P r o p o s .  
S /L  D a
PE R SO N A L IT Y :
A b i l i t y  t o  m i x —  o u t g o i n g / u s u a i i y  r e l a t e s  w e l l / r e s e r v e d / w i t h d r a w n  
B e h a v i o u r  —  b e h a v e s  w e l l / s a t i s f a c t o r y  m e e d s  s u p e r v i s i o n / d i s r u p t i v e  
R e l i a b i l i t y  — v e r y  r e l i a b l e / g e n e r a l l y  r e l i a b l e / t e n d s  t o  b e  u n r e l i a b l e / u n r e l i a b l e  
V e r b a l  c o m m u n i c a t i o n  — f l u e n t . f a i r l y  f l u e n ^ h a s  d i f f i c u i t v / i n h i b i t e d / i n a r t i c u l a t e
A C T IV IT IE S: s p o r t  a n d  o u t d o o r  i n t e r e s t s / c l u b s  a n d  o r g a n i s a t i o n s /
( i n / o u t  o f  s c h o o l !  o f  r e s p o n s i b i l i t y / p r a c t i c a l  a n d  t e c h n i c a l  i n t e r e s t / m u s i c /
r e a d i n g / a r t ; d r a m a . - c o m m u n i t v  i n v o l v e m e n t / a n y  o t h e r  —
FU R TH ER  C O M M E N t
B u ire  e u t
WÔNT 65 ©AT ON.
AS PftHTOf SV» RUnS SCHOOL r u t t e  H of. our AT
TIM EKEEPING: G o o d / v a r i a b l e  p o o r
A T T E N D A N C E ; G nnrl/frenuftnr a b s e n c e s  d u e  t o  i l l n e s s / g o o d  till l a s t  t e r m /
o c c a s i o n a l  t r u a n c y . ' f r e q u e n t  t r u a n c y / a b s e n c e s  c o n d o n e d  b y  p a r e n t
la A sacK ors TO
DATE,
HEA LTH : G o o d  g e n e r a l  h e a l t h / p o o r  e y e s i g h t / c o l o u r  b l i n d n e s s / p o o r  h e a r i n g /
s p e e c h  d e f e c t , a s t h m a / b r o n c h i t i s / a l l e r g i e s / s k i n  c o m p l a i n t /  
d i a b e t e s / e p i l e p s y ' h e a r t  t r o u b l e  h a e m o p h i l i a / m i g r a i n e / a n y  o t h e r
P E R S O N A L  A P PE A R A N C E  « L l G M r t y  S U I k T ,  B U T  R O 6 U 8 T .  
A N D  HYGIENE;_______________ C L # # K  6 U T  C N K  6 6  W N T l O T
PE R F O R M A N C E :
S u b j e c t
S 4  ( 1 9 S 5  119  ) S 6 ( 1 9  )
I  I  P r e d /  .  I  I  P r e d /
L e v e l  I E f f o r t  i B a c u ! & ■ L e v e l  '  E f f o r t  R e s u l t !  L e v e l
JftlF  ! Cr
MXfWS Igfp
HlSTCKf O 6lci Foil
so e .y o c l  g |p | 8
COM AKIN#
J t l
M
I
E f f o r t  1 P r e d
PO T E N T IA L  FOR N o n - A d v a n c e d  FE /t l ig h e ra /A eiv a n e e d ' F'E'/l I E
FURTHER STUDY: Pe«SiBL>f p /g  C«l.ÇgCg WOf>MLg&
S C H O O L  W O R K  EXPERIENCE: M U K f  * ^ 0
P A R T -T IM E  W O R K : ?  e A U ' T  6 6 -  S U A t  A X  < 1 »  M O m B M T
CAR EER  IN T E R E ST S: 3bIW6K C blbW 'T 66  TQ C * T 6 i^  CHftfthGe, 6a>4DlN€ry e»iCtN .
G EN ER A L C O M M E N T S:
A UK6 A6L6  6UT LACXS Awy M OTW AfW .
H e FlKbS IT OlFFlCWLT TO WÔRK WfTHOuT SC(f5AVlS<oK 
AMb BlVeB UP eA6iL>/,
w e eo s  TD BB &1V6 K lots o f  Bar
« u i-n a  f t e A s t o  u A e u  SUCCESSFUL.
dp
rSEE G U ID A N C E  TEACHER: DATE: S I G N E D ;
APPENDIX 6 .6 a  cont .
STRATHCLYDE REGIONAL COUNCIL -  DEPARTMENT OF ED U C A TIO N -C A R EER S SERVICE
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APPENDIX 9 .1  c o n t .
: HIGH SODCŒ.
TO: ALL SEOT
HEALTH NOIES
The H ealth Notes a re  being issued to  a l l  s ta f f  th is  y ear. I t  i s  i mporta n t  th a t they should n o t be l e f t  th e re  they may be seen by anyone o th er than a  member of s ta f f .  Nor should they be thrown ou t -  they w ill be co llec ted  in  again before nex t se ss io n 's  a re  issued .
1990
HIGH s o t m . 
HEALTH NOTES -  SESSICW 1990  -
Issned to  a l l  S ta ff
Board o f S tudies
Itih ra rian
N u rse
I s s u e d  -  S e p te m b e r  1 9 9 0 ,
■I
2 .
yPIES (K EPTTJPgy
The follow ing a re  some e x tra c ts  fran^'^the Schoolchild w ith Epilepsy" — a T eacher's Guide
NOTE: P e tit  F b l -  # 6 ^ 0 2 3 3 %  4R1
Grand Mai -  ®S2SE2SfflS GR2
The condition o f these  p u p ils  i s  co n tro lled  by d rugs and (apart from ,i t  i s  very  u n lik e ly  th a t you w ill  ever w itness a "turn" o r " f i t"  in  s ch o o l, b u t in  th e  u n lik e ly  event, th e  follow ing inform ation irey be helpful*
WHAT EPHÆPgy
•^ ile p s y "  describes a  tendency to  recu rren t f i t s  o r  se izu res. These r e s u lt  from disturbances in  th e  ncm al e le c tr ic a l a c tiv ity  o f th e  b ra in . The natu re  o f th e  f i t  w ill depend on th e  p a rt o f th e  b rain  f i r s t  affec±ed and on vhere and how f a s t  th e  dishirbanoe spreads. There a re  many kinds o f epilepsy and many types o f f i t .
E^pilepsy i s  n o t a  d isease , nor i s  i t  a  m ental i l ln e s s . Between f i t s  th e  b ra in  woccks q u ite  norm ally. E pilepsy can a ffe c t ch ild ren  o f a l l  le v e ls  o f in te llig e n c e . E pilepsy observes no so c ia l, ra c ia l o r  geograth ical boundaries. Anyone may develop ep ilep sy .
THE CAUSER CH* 'FP'mPV^
E pilespy can be caused by scarred  b ra in  tis su e  re s u lting from bead in ju ry  a t  b ir th  o r  in  an acciden t, o r  from b a tte rin g , by b ra in  damage r?r.yed by in fec tio n s and fev e rs, by tumours, by bio-chem ical abnom salities (e .g . low blood giuoQse o r  cnlc ixia le v e ls ) and by hcmnonal. changes.
In  Bany cases however no cause can be id e n tifie d , and th e  ch ild  i s  sa id  to  havL 
id io path ic" ^ ile p s y . The ch ild  in h e rited  a b ra in  th a t i s  highly  se n sitiv e  and has a low se izu re  th resh o ld .
PRBCTPITATIN3 EACICRS
E lts  may be trig g e red  o f f  by a v a rie ty  o f  s t im il i . These can Include boredom, anxiety , s tre s s , sudden loud, no ises, b r i ^ t  and fla sh in g  lig h ts  and lad e  o f food o r s le e p . F a ilu re  to  tak e  m edication reg u la rly  i s  a exrnmrx fa c to r. Tbo m xh medication, may a lso  p re c ip ita te  f i t s .  Some g i r ls  a re  particaalarly  lik e ly  to  have se izu res ju s t  before th e ir  monthly perio d . Some ch ild ren  a re  a ffec ted  by one stim ulus oh ly , some by a  nuifcer o f s t im il i . We do n o t always know v hat tr lo q e rs  o f f  a f i t .
PETITEmL
The c h ild  has b r ie f  periods o f  in te rru p ted  o r  clocxted consciousness, e a s ily  m istaken fo r  day dreaming, o r  in a tten tiv en ess . Tl« c h ild  i s  seen to  stop  suddenly and s ta re  in to  space. Sligght movements o f  th e  ey elid s may be d e tec ted . The a ttac k s can occur dozens o f Mmw; a  day and can lead  to  serious lea rn in g  d if f ic u lt ie s
MAJOR OR GRAND MAL
% e dh ild  may cacy out, lose consciousness and f a l l  to  th e  ground. A s t i l l  stag e  i s  follow ed by je rk in g  o r  convulsing. The l ip s  may tu rri b lu e . • ühe moot] o ften  f i l l s  w ith  fro th y  s a liv a  vMch may be blood sta in ed  i f  th e  tongue o r chedcs have been b itte n #  The c h ild  m y be incon tinen t and (usually ) s o ils  him self. XXzring th e  f i t ,  vhicdi may l a s t  several m inutes, th e  c h ild  i s  unaware | o f  what i s  going on. Obnsciousness i s  regained spontaneously. The ch ild  m y be dazed and confused fo r  a perio d , have a bad headache and need to  r e s t  o r  tsleep . F u ll recovery ra re ly  tak es longer than an hour, o fte n  much le s s . i
ggrrTMAL
1 . Kieep calm and reassu re  th e  c la s s .
2. Observe th e  f i t  c a re fu lly  p a rtic u la rly  in  th e  case o f p e t i t  m al, th e  re g u la rity  and th e  len g th  o f  th e  f i t s  should be no ted .
3 . I f  p o ssib le , l e t  th e  f i t  run i t s  n a tu ra l course. The c h ild  should be firm ly  b u t g en tly  le d  away from any source o f danger.
4 . Reassure th e  d tiild  when f u l l  consciousness i s  regained  and g ive an opportunity  to  r e s t .
5 . In f  arm th e  p a ren ts .
GRAND ATTACKS
1. Keep calm and reassu re  th e  c la s s .
2. Note th e  tim e: a do cto r m y  need to  know exactly  vhen th e  f i t  s ta r te d . Cbserve th e  f i t  c a re fu lly : th e  infanoation  m y  be v alu ab le .
3 . Do no t move th e  c h ild  u n less he/she i s  in  danger (e .g . a t  th e  to p  o f s ta ir s ,  a t  th e  edge o f  a swimming pool, near a  h o t ra d ia to r ) .
4 . Put someth in g  s o f t  under th e  c h ild 's  head (e .g . a  firm  cushion o r a  ro lle d  
\3p ja c k e t).
5 . l oosen d o th in g  around th e  neck and make su re  th a t airw ays a re  c le a r .
6 . Do n o t t r y  to  r es t r i c t  th e  c h ild . l e t  th e  f i t  tak e  i t s  n a tu ra l course.Keep a  c le a r  space around th e  c h ild .
7 . Do n o t fa rc e  anything in to  th e  mouth o r  a tte n p t to  g ive  anything to  d rin k .
8 . As socn a s p o ss ib le  tu rn  th e  c h ild  on to  h is /h e r  s id e  in to  a  shock recovery p o sitio n  8 0  th a t th e  mouth can d ra in  o f sa liv a  blood o r  vom it.
9 . Reassure th e  c h ild  during th e  period  o f oonfusion th a t  follow s th e  regain ing  o f  consciousness.
10. Give th e  c h ild  th e  opportun ity  to  r e s t .  The period  o f r e s t  m i^ t  be extended to  lunch tim e i f  a  f i t  occurs in  th e  morning, o r  u n t i l  th e  end o f th e  school day.
(11. l e t  th e  pa ren ts knew th a t the  ch ild  has had a  f i t .
N.B.Thexe i s  no need to  c a l l  a  doctor o r  anhulance u n less cne f i t  follows another w ithout f u l l  recovery in  between, o r u n less th e  ch ild  remains unoonscious fo r  nuch longer than i s  usual fo r  him o r h e r.
■HOW THE TFATHH? HFTP
1 • D isc ip lin e  The ch ild  w ith epilepsy should be tre a te d  in  th e  same way as o th e r ch ild ren  in  the  c la ss . Classroom d isc ip lin e  should no t be lessened fo r  fe a r  o f inducing a  f i t .
2 . le v e l o f  Achievement Max  ^under achieve because th e ir  in te lle c tu a l a b ility  i s  un d erestimated and in su ffic ie n t challenges a re  g iven . Progress can be made given an e x tra  tim e and p o sitiv e  s uppor t .
3 . Heed fo r  Boredom can tr ig g er  o f f  f i t s .  C hildren w ith e p ilepsy need a  f u l l  tim etable w ith challenge. They should no t be allowed to  p lay  on th e ir  handicap.
4 . S afety  R estric tio n s could be minimised w ith  th e  enphasis on vhat the c h ild  can do. Eadi case o f ep ilepsy  i s  unique and m edical advice should be sought abou t th e  apprcpr ia te  re s tr ic tio n s , i f  any, fo r  each c h ild . Games and p^qfsical a c tiv ity  should be encouraged althcugjh cU nbing can be dangerous and extreme fa tig u e  should be avoided 1 Swimming should be encouraged b u t needs ca re fu l superv ision . Home economics teachers should consider th e  hazards o f cockers and h o t liq u id s ; th e  tech n ical teacher may need to  s e le c t appropr i a te  p ro je c ts . The ch ild  should be encouraged to  p a rtic ip a te  in  e x tra  cu rricu la  a c tiv it ie s , c la s s  a± 1ngs and organised h o lid ay s.
5 . In a tten tiv en ess  Teachers should be cau tious about reprimanding any ch ild  fo r  day dreaming . Concentra tin g  can be fragm ented by su b -c lin ica l d ischarges.
6 . A ttitu d e  o f ch ild  and c l I f  th e  teach er d ea ls  w ith  f i t s  calmly and oom peteotly, accepts th e  c h ild  w ith ep ilepsy  a s  an ordinary c la ss menfcer , and explains  ep ilepsy  to  th e  c la ss , a l l  th e  p u p ils  w ill le a m  to  understanc and a c o ^ t  th e  condition sen sib ly .
7 . TXbels and G e n e r a l i « a H r r t f  The use o f  th e  "an ep ilep tic"should be avoided as i t  obscures th e  c h ild 's  in d iv id u a lity . I l t s  are  e p ile p tic , ch ild ren  a re  n o t. Many ch ild ren  w il l  out-grow th e ir  e p il^ s y  and i t  i s  irp o rta n t th a t they should n o t be l e f t  w ith  a  fee lin g  o f being d if fe re n t.
SPARE TIME APPENDIX 1 0 .  In
What do you do in your spare time?
I b a i P m m i c n '
0 ^  w ^ c S c X s  X - O  > ^
m / 'J M C - _______________________________________________ :_____________________
Oo you have (or have you had) any part-time Job(s)? If so, please give details. If you haven^t, please write 'NONE'.
\ } o y Q ^ z ^  b u d  Inctc-Æ  < J)iC C V oK t°
HEALTH
Do you have any health problems or have you had any serious illness? Please give details.IVO
Are you colour blind? ^
REMAINING AT SCHOOL
If you are considering remaining at school for another year, p le i^ r ta te  the subjects which you hope to  study
LEAVING SCHOOL
What do you hope to  do when you leave school? Please tick (/) — you may be interested in more than one.
Find work Go to  collège Go to university Don't know
.......
WORK
Which jobs have you considered and why?
V/f S I
yY\e>' ^ 'o V d  . I U O c P U ^ (Ç  \ v \ c e  J o  L c :
COLLEGE OR UNIVERSITY
Which courses (if any) have you considered?
YOUR TURN TO ASK
Please give details of any Information which you would like from your Careers Officer.
\  v 0 c ^ z ^ \ j ^  <3L. (L -o  vV
C in n a tn r p Date S .1 200(1
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'  What do you do in your spare time? ^
Vdl VaJ'^ \VùS w-VvIÎK
g r V w ,\\\ lr\ TU. V \o u ^ c
Do you have (or have you had) any part-time job(s)? If so, please give details. If you haven't, please write 'NONE'.
\ So\t^ têvjf c»»^ tL cV\rlstV\t^ Ctxr^ Ks' o D f 3 ^ l W  Cc-^ J
Op pLcS 0$ « \ (ytir i,rNoi>rN^  (S^  miwcb i j- (^|
HEALTH
Do you have any health problems or have you had any serious illness? Please give details.
\  ^ küVC RThsrnA. i h. TTnervu cL^t <fi- h<^r /  rl'^ ^
VaW W '^tK .
Are you colour blind? . _____________________________________________________ _______________________________
REMAINING AT SCHOOL
If you are considering remaining at school for another year, please state the subjects which you hope to  study.'
LEAVING SCHOOL
What do you hope to  do when you leave school? Please tick ( /)  — you may be interested in more than one.
Ftn^ork Go to  college Go to  university D on't know
WORK
Which jobs have you considered and why?
\ V*& t\ irrtv rc^ xCjT'r-e c\%
'  V .L U g -c  \ \ \ w  , v . \ w  VsoW wo^cL « « 1
\ ^  b Wr" ^(/ t/xjV^rvUviv
COLLEGE OR UNIVERSITY
Which courses (if any) have you considered?
YOUR TURN TO ASK
Please give details of any Information w hidi you would like from your Careers Officer. 
How To cgtY- \ f \ a  CN \jvvATK
Signature^ Date S.1200(«)
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W hatdo you do in your spare tim e? / /  ) Ü I tI Q ofoiôz o S  taq f i / T i e  a ^cJ  Ushzyi / c
% S i C .
Do you have (or have you hadV e n y ^ r t- t im e  job(s)? if so, please give details. If you haven't, please write 'NO N E'.
y^S 1 w o r W  Lf)aSmali (yve^o-r Kct/7 ^fh^pk
c u id i  ^ \ > e  4 Â £ 4 ^e  C ^ Q t ^
HEALTH
Do you have any health problems or have you had any serious illness? Please give details.
lUo
Are you colour blind?
REMAINING AT SCHOOL
If you are considering remaining at school for another year, please state thé subjects which you hope to  study.
£ ^ ? S h ;  H a r m  ^ c o ^ f o . S c c  -  t b e  ,  X i j A f
LEAVING SCHOOL
What do you hope to  do when you leave school? Please tick ( /)  — you may be interested in more than one.
Find work Go to  c o iie ^ Go to  university -------- D on't know - •
WORK
hich jobs have you considered arwl why? .
/ LoouW (X X a  -fo u J o y K  I n  c ^ S h i O p o / ' h z c x c o c A  . 
h c ic c i x S S t  I  i i k c  l O O ' f k  a n c i ^ r v ' c
C b a n - c ^  ■ Om3 f LUAq: ■  . [
COLLEGE OR UNIVERSITY
Which courses (if any) have you considered?
YOUR TURN TO ASK
Please give details o f any Information which you would like from your Careers Officer.
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SPARE TIME
Whaldo you do in your spare lim e? Vv - l ^ /3 . \C L
9 ^ ^  A v a C c ? ^  o r ^  c x p e s  V o
" v 'x e ,  VZJCJJOOS, Or\<3 \ S i p o f V s .
Do you have {or have you had) any p a r l-lim e  job(s)? If so, please give details. If you haven't, please write 'NONE'.
_______________________ W O C Q g _______________________________________ '
HEALTH '
Do you have any health problems or have you had any serious illness? Please give details.
Are you colourblind?
REMAINING AT SCHOOL
LEAVING SCHOOL
What do you hope to do when you leave school? Please lick (s/) -  you may be interested in more than one.
Find work Go to college Go to university Don’t know
WORK
Which job , h . , . , . u c . . , i d « r « d . n d ,h y ?  W ^ x ^ r e s B e T  \ : ) e c c j j a e  \  U k c .  \ o  .
\  v A z O .
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COLLEGE OR UNIVERSITY
YOUR TURN TO ASK
Please give details of any information which you would like from your Careers Officer,
\  V.J2C>vÆ_ .2dC ^~xo< ::^  o~»£zi\ \  V O O iO V - ^ T ©  \ o s _  0 \
d r e s s e r
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